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Abstract
COLORISM IN ASSESSOR RATINGS: EXPLORING THE ROLES OF
SOCIAL DOMINANCE ORIENTATION, METAPHORICAL ASSOCIATIONS
AND SKIN TONE STEREOTYPES
by
Tiwi D. Marira
Advisor: Dr. Kristin L. Sommer
In recent years, public awareness of colorism, or discrimination based on skin tone, has
grown. A previous study (Marira & Sommer, 2014) revealed that Social Dominance Orientation
(SDO) (i.e., the desire for group-based hierarchy) predicted Black participants’ discriminatory
résumé ratings and hiring decisions in favor of lighter-skinned over darker-skinned, African
American job applicants. This investigation focused on replicating and extending these findings
by utilizing a more racially inclusive sample of Black and White adults and by examining more
realistic candidate evaluation and hiring assessments. These simulated workplace assessments
were embedded in an online business simulation requiring participants to make résumé, salary,
role-play, and hiring ratings relative to both lighter- and darker-skinned African American
candidates. I expected to find that darker- compared to lighter-skinned African Americans would
be rated lower on all exercise ratings, and that skin tone based discrimination would be most
prevalent among participants with stronger vs. weaker SDOs. I also expected to find that these
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results would in part be explained by participants’ beliefs about skin tone stereotypes and
semantic connotations that are commonly ascribed to the colors of black and white. Contrary to
these predictions, findings did not support the majority of these hypotheses. Specifically,
exercise ratings did not generally differ between darker-skinned and lighter-skinned African
Americans, nor was SDO a significant predictor of colorism. Further, negative and stereotypic
beliefs regarding darker-skinned (vs. lighter-skinned) African Americans and the semantic
connotations of the colors black and white were not reliably associated with SDO and candidate
ratings. However, exploratory analyses revealed that stereotypic beliefs that African Americans
with lighter (rather than darker) skin tones are friendlier and more attractive predicted higher
salary awards and hiring preferences for lighter-skinned, African American candidates among
White, but not Black participants. Furthermore, Whites’ beliefs that lighter-skinned African
Americans are friendlier than darker-skinned African Americans was associated with awarding
higher résumé scores to lighter-skinned Blacks and more negative résumé scores to darkerskinned Blacks. For Black participants, stereotypic beliefs about greater attractiveness and
friendliness among lighter-skinned Blacks was related to assigning more positive résumé and
bonus awards to lighter-skinned Blacks. Unexpectedly, Blacks’ stereotypic beliefs regarding
greater professionalism among lighter- compared to darker-skinned African Americans predicted
assigning lower résumé scores to lighter-skinned Blacks. Reasons for these findings as well as
their implications for theory and practice are discussed.
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Chapter 1: Introduction
Since the inception of the 1964 Civil Rights Act, research related to workplace
discrimination has proliferated. Much of this research has focused on understanding the social,
psychological, and physiological effects of discrimination as they relate to specific racial,
gender, age, religion, nationality and sexual orientation groups (e.g., Dipboye & Colella, 2005;
Triana & Garcia, 2011). Other workplace discrimination research has been concerned with
elucidating the individual level constructs and organizational processes that cause various forms
of workplace discrimination (e.g., Avery, 2011; Michinov, Dambrun, Guimond, & Meot, 2005).
Collectively, these two streams of research have enabled organizational scholars to learn much
about both the nuances of workplace discrimination between socially salient groups and the
social-psychological processes that facilitate workplace discrimination against these groups.
Despite these advances, researchers have recently begun to acknowledge that many gaps
still exist in our knowledge of workplace discrimination and diversity. For instance, a recent
review of articles published in leading organizational journals noted that fewer than 19 articles
have been published on non-Black racial discrimination or diversity topics since 1990 (Ruggs,
Law, Cox, Roehling, Wieber, Hebl, & Barron, 2013). In a similar review, Santuzzi and her
colleagues (2014) criticized organizational researchers in particular for excluding discrimination
against employees with invisible disabilities (e.g., post-traumatic stress disorder, dyslexia,
hearing impairment) from their research agendas. A growing number of scholars have also
argued that the tendency of many researchers to conceptualize diversity in exclusively between
group terms has caused research on many types of within group diversity and discrimination
such as colorism to be neglected (Markus, 2008).
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Colorism is a form of behavioral discrimination wherein individuals utilize between
person differences in skin tone as a heuristic by which to allocate favor or disfavor to individuals
(Glenn, 2008). The existence of colorism has been verified through United States census data.
These data have shown that lighter-skinned Blacks and African Americans are often favored
over their darker-skinned counterparts in important workplace outcomes, such as occupational
prestige and salary, over the course of a lifetime (Edwards 1973;Hill, 2000; Keith & Heiring,
1991). However, while these sorts of archival studies have served to substantiate and quantify the
socio-economic effects of colorism, few research studies have attempted to elucidate the
psychological underpinnings of colorism. Furthermore, the few experimental studies that have
attempted to do so have either produced mixed findings (e.g., Thompson & Keith, 2001) or
replicated the colorism effect in lab settings while offering only tentative explanations of the
driving psychological forces behind colorism (Wade, Judkins, Romano and Blue, 2004). As a
result, the phenomenon of colorism remains understudied and not well understood compared to
other forms of workplace discrimination that have more received extensive research attention
(i.e., heterosexism, sexism, racism).
Marira and Mitra (2013) called attention to this issue by arguing that colorism has
received so little research attention that many critical questions regarding its functioning in
workplace evaluation processes still remain unanswered. Marira and Mitra urged researchers to
devote more attention to investigating outstanding questions such as: how may colorism
differentially affect men and women in performance appraisals; to what extent do facial
characteristics influence colorism; to what degree to do job characteristics accelerate colorism;
and how prevalent is the colorism effect between first and second generation immigrants. The
authors also argued that given their training in psychology and workplace processes, Industrial
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and Organizational psychologist are uniquely positioned to investigate the psychological causes
of colorism and shed light on those employee evaluation processes most susceptible to the
phenomenon. In response to this, the current investigation focused on uncovering how the
colorism process worked via workplace evaluation tools, such as résumé reviews and role-play
simulations.
Additionally, because the psychological processes that facilitate colorism are not well
understood, the second major goal of this project was to glean more information regarding the
psychological functioning of colorism. More specifically, the current study sought to shed light
on the colorism phenomenon by testing whether the individual difference variable of Social
Dominance Orientation (SDO) was useful in predicting colorism. SDO reflects individuals’
desire for the maintenance and establishment of various types of group-based hierarchies
according social categories, such as, race, religion and sexual orientation (Sidanius & Pratto,
1999). A strong empirical link between SDO and colorism has not been made in previously
published research. However, because colorism is in essence a form of hierarchy based on
gradations of skin tone, it is reasonable to expect that SDO may also reliably predict
discrimination based on skin tone (i.e., colorism). The current study is also unique in that it
examined two different processes that were thought to potentially mediate the relationship
between SDO and colorism. In specific, I first investigated whether the conscious process of
“skin tone stereotyping” among Blacks mediated any possible links between SDO and colorism.
In skin tone stereotyping, individuals actively utilize learned information about the connotations
of skin tone in order to take discriminatory actions against light or dark-skinned individuals. I
then also considered whether metaphorical associations – that typically function automatically
and below an individual’s level of conscious awareness – drove the hypothesized relationship
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between SDO and colorism among Whites. In metaphorical associations, social knowledge about
the meaning of actual colors (e.g., black, brown, white) is automatically recalled and then
surreptitiously transposed onto targets in order to subconsciously guide individual’s behaviors in
favor of or against lighter or darker-skinned individuals.
This dissertation is organized as follows. In Chapter 2, I define colorism, describe several
theoretical perspectives regarding its functioning, and also detail empirical findings regarding
colorism’s impact on African–Americans. I devote Chapters 3 and 4 to describing the integrative
framework of Social Dominance Theory (SDT) and highlighting theoretical links between SDO
and colorism. In Chapter 5, I provide an overview of the proposed study before describing the
pilot study in Chapter 6. In Chapter 7 I explore mediators and moderators of the proposed
relationship between SDO and colorism, before I then present the study results and discussion in
Chapters 8 and 9 respectively.
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Chapter 2: Colorism
Research and theory on discrimination has typically focused on how members of groups
that differ according to gender, race, ethnicity, age, religion, nationality and sexual orientation
perceive and behave towards each other (Avery, 2011). Relatively less work has been devoted to
understanding intra-group phenomena. According to Markus (2008), this trend has caused
researchers to miss valuable information and findings that have to do with subtler, within group
differences. Colorism is an example of a phenomenon that attends to intragroup differences
within races. In this chapter, I first define colorism and then describe the origins of colorism in
America. I then detail previous findings regarding the influence of colorism on African
Americans’ educational attainment and occupational success. I close with a description of
several theoretical perspectives and findings that have been previously offered to explain why
and how colorism functions.
Definition of Colorism
Colorism, or skin tone bias, is discrimination based on an individual’s skin tone (Burke,
Embrick & Darity, 2008). While colorism can advantage darker over lighter skin tones, it is
typically lighter skin tones that are advantaged over darker ones (Russell, Wilson & Hall, 1992).
Colorism can occur within or across racial groups (Glenn, 2008). For example, one Indian
individual could discriminate against another Indian on the basis of skin tone differences.
However, a White individual could also recognize skin tone differences between two Indian
individuals and utilize these differences as a basis for discrimination. In previous research the
terms colorism and skin tone bias have been used interchangeably. However, in the present study
the term colorism will be used to refer to skin tone-based discrimination that advantages one
shade of skin tone while simultaneously disfavoring a different hue of skin tone. Thus, any
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colorism effects observed in the present study can be conceptualized as a difference score of
sorts. In contrast, the term skin tone bias will be used to refer to a preference for one skin tone
that may not necessarily entail apportioning disfavor to a different skin tone that is lighter or
darker. This different type of skin tone bias effect need only be established by demonstrating that
preference for one skin tone shade is present. Lastly, it is also important to note that while
Afrocentric bias researchers study how other phenotypic features, such as eye, nose and lip shape
influence discrimination, colorism theorists attend to the unique effect of skin tone differences in
causing discrimination (Blair, Judd, Sadler & Jenkins, 2004). The current study is focused on the
unique effects caused by skin tone differences and therefore will focus on research and findings
relevant only to colorism and skin tone bias.
The Origin of Colorism in America
A number of historical and sociological reviews trace the origins of color prejudice in
America to the mid-17th century. During this period, many states, such as Virginia and Maryland,
adopted formal slavery laws that designated Black Africans as chattel or property, rather than
persons (Rueter, 1918). Prior to this time, many Africans in America occupied roles that were
superior to slaves, such as indentured or domestic servants (Stamp, 1956). While indentured
servitude was by no means an easy life, indentured Black servants were permitted to own land
and were also entitled to their freedom after they had completed their contracted work period
(Russell, Wilson & Hill, 1992). Prior to the inception of formal slavery laws, the pre-slavery
conditions experienced by Blacks in America also made it more common for Blacks to live and
work in closer social proximity to indentured White laborers and free White families. For a brief
time, this greater social proximity also made it more acceptable for Whites to produce lighter-
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skinned Mulatto children (Africans possessing European or American Indian ancestry) with
Black or Indian wives, or mistresses (Basset, 1899).
According to Rueter (1918), the lighter skin tone possessed by Mulattoes only became
advantageous with the passage of formal slavery laws in the mid-1600s. Rueter contends that
after the passage of formal slavery laws, White slave owners (and Whites in general) came to
believe that by virtue of their partial European ancestry, lighter-skinned Mulattoe slaves, rather
than darker-skinned Black slaves, possessed the greater intellect required to perform more
prestigious household and professional trade work. A corollary to this “native intelligence” belief
was that because darker-skinned Blacks possessed considerably less European ancestry and
therefore intellect, they were better suited to more laborious fieldwork than to more esteemed
professional and trade work (Dubois, 1946).
The Continued Legacy of Colorism in America
A number of empirical studies have revealed that skin tone stratification among Blacks
has extended far beyond the American colonial era and continued to affect such varied socioeconomic outcomes as education, employment, salary earnings and discrimination in modern
times. For example, Edwards (1973) examined life outcomes among light-, medium- and darkskinned Blacks as reported in the 1968 Survey of Racial Attitudes. His analyses showed that a
greater proportion of light-skinned (compared to medium-and dark-skinned) Blacks reported
attending college, having fathers who attended college, working in white collar professions and
retaining greater disposable incomes. Also as expected, dark-skinned Blacks reported the lowest
outcomes on all of the same measured variables. However, it is important to note that Edward’s
analyses relied solely on descriptive data (i.e., percentage differences) rather than inferential
statistics (i.e., ANOVAs, regression, Chi-square tests). His analyses also did not control for the
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socio-economic status differences between the parents of lighter- and darker-skinned Blacks.
Therefore, as others before him (e.g., Rueter, 1918; Frazier, 1966), Edwards attributed the socioeconomic advantages of lighter- over darker-skinned Blacks to the generational wealth that
White parents were able to pass on to their lighter-skinned Mulatto children, rather than to the
adverse effects of skin tone discrimination on educational and employment prospects.
Subsequent studies did substantiate Edward’s findings regarding the markedly different
socio-economic outcomes and life chances between light- and dark-skinned Blacks, but they also
utilized more rigorous analyses and thus came to different conclusions regarding the cause of
these socio-economic differences. For example, using data from the 1980 National Survey of
Black Americans, Hughes and Hertel (1990) found that lighter-skinned Black Americans were
significantly more likely to report more years in school, greater occupational prestige and greater
personal income, compared to darker-skinned Blacks. Hughes and Hertels’ analyses also
demonstrated that these findings remained robust even after controlling for the effect of parents’
socio-economic status. These additional analyses led Hughes and Hertel to conclude that
discrimination based on skin tone was a far greater determinant of socio-economic differences
and life chances between light- and dark-skinned Blacks than was any residual socio-economic
advantage conveyed to lighter-skinned Blacks by well off White or Mulatto parents. Keith and
Herring (1991) re-examined the same data set and produced largely identical findings.
In a later study, Hill (2000) sought to replicate the previously mentioned findings in a
longitudinal data set he created by linking the census data of African-Americans born before the
1920s to occupation information obtained from their death certificates and interviews with their
relatives. As expected, Hill’s findings indicated that lighter-skinned Blacks enjoyed greater
occupational prestige compared to darker-skinned Blacks, even after accounting for the effects of
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light-skinned Black families' greater socio-economic status. More specifically, Hill’s analyses
revealed that only 10-20% of the educational and occupational prestige gap separating light- and
dark-skinned Blacks could be explained by the socio-economic status of parents. Goldsmith,
Hamilton and Darity (2006) found similar findings by examining survey responses collected as
part of the 1992 Multi-City Study of Urban Inequality. Their analyses indicated that lightskinned Black men had salaries that were on average 7% higher than medium- or dark-skinned
Black men, after accounting for any socio-economic advantage lighter-skinned Blacks enjoyed
due to their upbringing. However, it is also worth noting that studies conducted by Goldsmith et
al., (2006), Hill (2000), and others did not directly measure rates of discrimination reported by
dark- and light-skinned Blacks. In one such study that did, Klonoff and Landrine (2000) found
that darker-skinned Blacks in the Los Angeles area were 11 times more likely to report
experiencing frequent racial discrimination compared to lighter-skinned Blacks. Using data from
the 2003 National Survey of American Life, Uzogara and colleagues (2014) also found that
darker-skinned Black men in the Detroit area reported experiencing more discrimination from
Whites, than did their lighter-skinned counterparts. Their study also found that, medium-skinned,
Black men reported receiving less intraracial discrimination from other Blacks whereas, lighterand darker-skinned Black men reported receiving the most intraracial discrimination.
In summary, the preponderance of research evidence suggests that the start of colorism in
America coincided with the inception of formal slavery laws. Empirical studies have
substantiated that since this time, lighter-skinned Blacks have continued to enjoy greater
educational prospects and occupational prestige compared to darker-skinned Blacks (Reuter,
1918; Hughes & Hertel, 1990; Keith & Herring, 1991). Whereas some early investigations
attributed these differential socio-economic outcomes to supposed differences in intellect
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between light- and dark-skinned Blacks (e.g., Reuter, 1918; Davenport, 1928), or to the greater
social capital White parents were able to bequeath their Mulatto children (e.g., Edwards, 1973),
more recent and more methodologically rigorous studies have implicated skin tone
discrimination (i.e., colorism) as the primary cause of differences in educational attainment and
occupational prestige (e.g., Goldsmith, Hamilton & Darity, 2006; Hill, 2000; Hughes & Hertel,
1990; Keith & Herring, 1991; This conclusion notwithstanding, there is far less agreement
regarding how and why skin tone discrimination actually functions.
Theoretical Perspectives Regarding Colorism
Researchers have advanced a variety of perspectives to explain colorism and skin tone
bias (Maddox, 2004; Harrison, 2009; Wade, Judkins, Romano & Blue, 2004). A line of inquiry
initiated by Maddox and Gray (2002) represents some of the most rigorous work conducted on
the topic to date.
Racial Phenotypicality Bias. Maddox and Grays’ beliefs about the functioning of
colorism center on the concept of racial phenotypicality bias. In this model, perceivers first
assess observable characteristics of individuals, such as facial characteristics, dress or behavior,
and then compare these to existing mental models of race in order to sort individuals into racial
categories (Maddox, 2004). For example, an individual with light skin tone, Eurocentric facial
features and dawning business attire might match a perceiver’s existing conception of “White”
and therefore be sorted into this category. According to Maddox, once such a fit between an
individual’s observable characteristics and a mental representation of a racial category is
achieved, the individual’s subsequent behavior and future information gathered about the
individual are perceived through the “stereotypical lens” of that racial category (e.g., Black,
White, Asian). In the next stage of the model, targets who are more prototypical of their racial
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category have those associated racial stereotypes and prejudices applied to them to a larger
extent. Conversely, those individuals who are deemed to be less prototypical of their racial group
have racial stereotypes and prejudices applied to them to a lesser extent. Maddox and Gray
(2004) contend that the same phenotypicality bias model can be applied to explain the colorism
process. Their line of reasoning holds that because people generally construe darker skin tone to
be indicative of Black racial membership and lighter skin tone to be indicative of White racial
membership, Black individuals possessing lighter skin tones will be considered less stereotypical
and therefore also less subject to those stereotypes and prejudices typically directed towards
Blacks and African Americans. It is also possible that those individuals who sort Blacks into
separate light or dark-skinned Black subcategories will direct more negative stereotypes and
actions towards darker-skinned Blacks and more positive stereotypes and actions toward lighterskinned Blacks.
Indeed, Maddox and Grays’ phenotypicality perspective to colorism has been supported
on several empirical bases. The first of these is that several survey and sociological studies have
evinced that darker shades of skin tone are in fact far more prevalent among Blacks than are
lighter ones (Hughes & Hertel 1990, Rueter, 1918). This would have to be the case for lighter
skin tones to be considered less typical of Black racial membership as Maddox and Gray assert.
Maddox and Grays’ research has also evinced that people are actually capable of organizing
social information (e.g., spoken statements or stereotypes) concerning light- and dark-skinned
Blacks into separate and distinct racial categories.
In one such study, Maddox and Gray (2002) employed a category confusion paradigm
(Taylor, Fiske, Etcoff & Ruderman, 1978) to examine this issue. This paradigm requires subjects
to recall and accurately attribute statements spoken by individuals during the course of a group
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discussion. Results of mixed Black and White discussion groups in an initial experiment showed
that both Black and White subjects used race as an information processing heuristic to classify
which discussants said what during a group discussion. A following experiment wherein Black
and White participants were prompted to list stereotypes regarding light- and dark-skinned Black
social groups also demonstrated that Black and White subjects were cognizant of separate
stereotypes associated with light- and dark-skinned Black racial subcategories. More specifically,
Maddox and Gray’s results indicated that both Blacks and Whites were significantly more likely
to ascribe the negative traits of criminal, tough, aggressive, ostentatious, unattractive and
uneducated and less likely to ascribe the positive traits of wealthy, educated and intelligent to
dark-skinned Black men compared to light-skinned Black men.
In a subsequent study, Maddox and Gray (2004) utilized Blanz’s (1999) category salience
perspective to observe how participants organized and retained social information about Blacks
in the context of a simulated group discussion. In support of their hypotheses, results indicated
that when dark- and light-skinned discussants discussed a more salient race related issue,
observers were more likely to organize the information covered in the group discussion
according to the discussants’ skin tone as opposed to when discussants discussed a neutral topic.
In a separate study Avehart and Bigler (1997) also found evidence to indicate that even
young children retained and organized social information regarding the meaning of skin tone
among Blacks. Their results showed that Black children were better able to recall information
from stories wherein fictional dark-skinned, Black characters were portrayed in negatively
stereotypic manner and fictional light-skinned, Black characters were portrayed in a positively
counter-stereotypic manner, compared to stories depicting the reverse situation.
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While most previous research supports the idea that individuals have more positive
psychological and behavioral reactions to lighter- rather than darker-skinned Black subgroups, a
neuropsychological study conducted by Ronquilo, Denson, Lickel, Lu, Nandy and Maddox
(2007) casts some doubt on this notion. Ronquilo et al., (2007) argued that because light skin
tone typically engenders more positive responses than dark skin tone does among outgroup
perceivers, Whites should display elevated neural threat responses, as measured by increased
amygdala activation, when viewing unknown, dark-skinned, African American or Caucasian
faces as opposed to when viewing unknown, light-skinned African American or Caucasian faces.
Put differently, Ronquilo and her associates tested whether skin tone moderated race-related
amygdala activation (i.e., feelings of being threatened) in Whites. In partial support of their
hypotheses, their results revealed that while increased amygdala activation was observed for
dark-skinned, White as opposed to light-skinned, White faces, equivalent amygdala activity was
observed for both dark- and light-skinned, Black faces. Even though this single study did not
focus explicitly on stereotypes associated with light- and dark-skinned African Americans, it
suggested that Whites may have similar outgroup threat responses to both light-and dark-skinned
African Americans rather than more negative outgroup responses to African Americans
possessing darker skin tone.
Jeopardy Hypotheses. According to Chappell and Havens (1980) double jeopardy occurs
when the deleterious effect of maintaining membership in two stigmatized groups is greater than
maintaining membership in only one. Some researchers have applied this concept to better
understand colorism. However, most research investigations into colorism employing a double
or triple jeopardy framework have produced mixed results.
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For example, Thompson and Keith (2001) theorized that Black women possessing darker
skin tone may be in triple jeopardy of experiencing low self-esteem and low self-efficacy due to
their simultaneous membership in stigmatized Black, female and dark-skinned groups. The
authors' analyses of self-esteem and self-efficacy data collected as part of the 1987 National
Survey of Black Americans revealed that darker skin tone was related to lower self-efficacy for
both men and women. However, contrary to their predictions, their results indicated that the
significant effect of skin tone on self-efficacy was almost twice as large for men than women.
This suggests that in regards to self-efficacy, Thompson and Keith’s triple jeopardy hypothesis
was not supported, as Black men with darker skin tone (i.e., men in double jeopardy) suffered
from lower self-efficacy than Black women with darker skin tone (i.e., women in triple jeopardy).
However, in support of the triple jeopardy hypotheses, results did show that darker, rather than
lighter, skin tone resulted in significantly lower self-esteem in darker-skinned women, but not
darker-skinned men. Thompson and Keith explained these findings by arguing that in line with
gendered expectations (Hill, 1990), achievement and competence (i.e., self-efficacy) in
professional domains can be expected to be of greater importance to men, while being positively
regarded by one’s friends and self-esteem can be expected to be of greater consequence for
women.
In a later study, Harrison and Thomas (2009) tested the triple jeopardy perspective in a
simulated hiring scenario that required mostly White participants to rate résumé qualifications of
Black males and females varying in dark- medium- light skin tone. Harrison and Thomas
hypothesized that dark-skinned female applicants would receive the lowest résumé ratings and
also be the least likely to be hired due to their triple jeopardy status. However, contrary to their
predictions, their findings indicated that dark-skinned Black men in double jeopardy received the
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lowest résumé ratings and were least likely to be hired. Harrison and Thomas suggested that
support for the triple jeopardy hypothesis may have been found if the participant composition
had mirrored a predominantly working male composition as opposed to the predominantly
female composition utilized in the study.
In another more recent, but similar résumé study, Derous, Pepermans, and Ryan (2017)
tasked White human resources professionals with evaluating the qualifications of fictional Arab
job applicants. Their findings overall showed that despite possessing equal qualifications,
lighter-skinned Arab males were more likely to be hired than were darker-skinned Arab males.
Support for the double jeopardy framework was found here, as their findings indicated that
darker-skinned Arabs (in double jeopardy by virtue of their subordinate ethnicity and darker skin
tones) were rated as less suitable for high client-contact jobs (i.e., more prestigious jobs), than
were lighter-skinned, Arab males.
Attractiveness. A number of researchers have also theorized about the possible role of
attractiveness perceptions in facilitating colorism. Proponents of this attractiveness perspective
have cited studies showing strong positive relationships between ratings of attractiveness and
lighter skin tones among Black populations (e.g., Cunningham, 1995; Neal, 1988; Robinson &
Ward, 1995), as well as other social-psychological research demonstrating that physically
attractive people are judged more favorably on dimensions unrelated to beauty (Cash & Duncan,
1984; Feingold, 1982, Glenn, 2008). Several researchers have also argued that lighter skin tone
may be more advantageous to women than men, because standards of physical beauty are
generally applied more strictly to women than men across many cultures (Thompson & Keith,
2001). However, other researchers have proposed more complex explanations, suggesting that
lighter skin tone may advantage light-skinned, Black women by shielding them from interracial
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colorism involving whites (Celious & Oyserman, 2001), while simultaneously conferring more
intraracial colorism on them by those Blacks who are envious of the greater upwards social
mobility that lighter skin tone confers upon fair-skinned Black females (Wilder, 2010).
However, despite the prevalence of attractiveness-based explanations of colorism,
relatively little of this work has focused on studying how colorism might advantage individuals
in organizational contexts. One exception can be found in a study conducted by the Wade,
Judkins, Romano and Blue (2004). Wade and his colleagues found that fairer-skinned, and by
implication more attractive, fictitious job applicants were more likely to be appraised positively
on an array of employment related work dimensions compared to fictitious darker-skinned
candidates possessing equal qualifications. While it is certainly plausible that the primarily
White participant sample could have advantaged lighter-skinned candidates on the basis of their
fairer skin tones, this conclusion cannot be drawn with certainty. This is because Wade et al.,
(2004) utilized written descriptions of skin tone as opposed to actual photographs of Blacks
varying in skin tone. More importantly, Wade et al., (2004) manipulation of skin tone raises
questions around the ecological validity of the study, because in real world settings colorism
requires perceivers to visually discern differences in skin tone, rather than to read about these
differences.
Metaphorical Association. In the metaphorical association process, individuals utilize
figurative or rhetorical expressions to inform their understanding or behavior. For example, the
phrase “I look up to her as a leader,” may influence one to associate height with respect or
leadership (Schubert, 2005). Similarly, the phrase “he is as pure as the driven snow,” may
influence an individual to associate innocence and purity with the color white. Lakoff (2008)
contends that metaphorical associations (also sometimes referred to as “conceptual metaphors”)
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such as these have a neurological basis that can be explicated by the neural theory of metaphor
(NTM). The NTM holds that metaphorical associations are formulated in three main stages. In
stage 1 an individual attains knowledge of a source domain (e.g., a basic concept like the color
black). In stage 2, simultaneous exposure to the source domain and target domain (e.g., another
separate concept like immorality or ignorance) occurs. This, for example, may happen when a
child watches a movie wherein an immoral villain is depicted wearing all black clothes. At this
point neurons responsible for retaining semantic knowledge of the source and target domain fire
simultaneously and form new neural mapping circuits that conjoin the source and target domain
concepts in memory. In stage 3, because the neural circuit linking source domain words and
target domain words has been established, individuals are then able to use target words
metaphorically in the presence or complete absence of the source domain words, or vice versa
(Lakoff & Johnson, 2002). Using the previous example, a child hears the word “villain” in a
discussion and automatically thinks “black” even though the color of the villain’s attire is not
explicitly stated. Research on metaphor acquisition in children has found strong support for this
3 stage theory of the NTM (Narayanan, 1997; Johnson, 1999).
Sherman and Clore (2009) have also suggested that metaphorical associations may be
relevant to interracial discrimination (i.e., racism) because of a generalization process that can
occurs after stage 3 of the NTM. More specifically, they contend that racism is partially
facilitated by individuals taking source and target domain associations and generalizing their
meanings onto closely related concepts. In the American context, where race and color are often
used synonymously, this generalization process could occur when, for example, the common
association between the color black and wickedness, is extended or generalized to the racial
category of black (i.e., African American), such that African Americans are also assumed to be
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wicked. To provide another example, this generalization process would also occur when an
individual who associates the color white with moral purity also comes to associate white people
(i.e., Caucasians) with morality or righteousness, even though race was not involved in their
initial association of the color white to the concept of morality. Some researchers have also
suggested that metaphorical association and generalization processes may facilitate some forms
of intraracial discrimination, such as colorism (Maddox, 2004). However, while the metaphorical
association and generalization accounts of discrimination are conceptually intuitive, no research
has empirically tested these perspectives as they relate to actual acts of colorism and skin tone
bias. Instead, extant research on metaphorical associations has focused primarily on studying the
sociolinguistic connotations of dark and light colors, and on assessing the automaticity of
associations between various stimuli and colors.
For example, in White Over Black, the historian Winthrop Jordan (1968), cited the
significant and long standing symbolism that the colors black and white held in 17 th century
European religious texts, visual arts and other mediums, as primary causes of the Atlantic Slave
Trade. In his view, the ubiquitous portrayal of the color white as righteous and beautiful and the
color black as evil and ugly provided an assumed and “moral” justification for the enslavement
of Africans. In a more recent sociolinguistic study, Pfeifer (2009) also described how black and
white colors are traditionally cast as oppositional or antagonistic opposites in Eurocentric belief
systems. Pfeifer completed an exhaustive linguistic analysis of Western discourse (e.g., modern
speech, Greek philosophical writings, European religious texts, 19th century Western medical
texts) and found that the color black has been traditionally and predominately associated with
adjectival descriptors relating to: the negative; the other; impurity; ignorance; evil; the primitive;
and absence. In stark contrast, Pfeifer found the color white to be consistently associated with
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adjectival descriptors regarding: salvation; the heavenly; innocence; cleanliness; beauty;
goodness; hope; order; and knowledge. In sum, Pfeiffer’s research confirms that there have long
existed white–good, black–bad associations that serve as the content for metaphorical
associations and generalizations.
Experimental studies have indicated that many of the aforementioned associations
regarding the colors black and white operate automatically. For example, in one experimental
study Meier, Robinson and Clore (2004) manipulated word valence (i.e., positive vs. negative
words) and brightness of word fonts (light vs. dark) in order to assess the degree to which color
facilitated classification speed and accuracy of positive and negative words. Participants were
told they would see a word presented on a computer screen and were also instructed to classify
the word as either positive or negative as quickly and accurately as possible. Results showed
that as expected, participants were able to correctly identify positive words faster when they
were presented in a light (vs. dark) word font, and were also able to correctly identify negative
words faster when they were presented in a dark (vs. light) word font.
In another study, Sherman and Clore (2009) studied the automaticity of associations
between words with moral and immoral meanings (e.g., greed vs. honesty) and colors (i.e., black
vs. white). Their methodology was similar to Meier et al., (2004), except that participants were
asked to quickly and accurately classify moral and immoral words as either black or white. The
authors found that for words depicted in black, higher word morality predicted slower reaction
times. Conversely, for words depicted in white, higher word morality predicted faster reaction
times. Taken together, the findings of Meier et al. (2004) and Sherman and Clore (2009)
demonstrate that the color black typically activates negative semantic knowledge and concepts
(e.g., evil, criminal), while the color white usually cues positive semantic knowledge and
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concepts (e.g., goodness, purity). Furthermore, the speeded nature of these experiments suggests
that these metaphorical associations can occur automatically and below the level of conscious
thought.
In summary, racial phenotypicality (Maddox, 2004), triple jeopardy (Harrison & Thomas,
2009; Thompson & Keith, 2001) attractiveness (Russell, Wilson & Hall, 1992; Wade et al.,
2006;) and metaphorical association (Sherman & Clore, 2009) perspectives have been advanced
to explain or suggest how the colorism process may function. Some of the most strongly
supported findings on colorism have been yielded by racial phenotypicality and metaphorical
association perspectives to colorism. These frameworks have shown that individuals ascribe
negative and positive traits to Blacks as a function of their skin tone and that metaphorical
associations involving light and dark colors may also aid the automaticity of this process (e.g.,
Maddox & Gray, 2002, Parrish, 1946; Wilder, 2010). In contrast to these more promising
findings, triple jeopardy perspectives have evinced more mixed findings across studies
(Thompson & Keith, 2001), and more empirical research is needed to better determine the degree
to which attractiveness may influence colorism. In the next chapter I outline a theory of
intergroup behavior, known as Social Dominance Theory that may also prove useful for
understanding to colorism.
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Chapter 3: Social Dominance Theory
Social Dominance Theory (SDT) is a theory of intergroup behavior that explains
phenomena such as intergroup prejudice and discrimination. While SDT has met with some
criticism (see Turner & Reynolds, 2003), the vast majority of research generated by the theory
has been supportive (Sidanius, Sinclair, & Pratto, 2006; Sidanius, Veniegas, 2000;
Staerklé, Sidanius, Green & Molina, 2010). In this chapter, I will first describe the basic tenets of
SDT. These include the trimorphic structure of social hierarchies, aggregated discrimination,
behavioral asymmetry, legitimizing myths and the subordinate male target hypothesis.
Following this, I will define the focal individual difference construct of SDT, known as Social
Dominance Orientation (SDO) and detail key research findings regarding this variable.
Social Dominance Theory
Trimorphic Structure of Group-Based Social Hierarchy. According to SDT, all nonhunter gatherer societies are organized by a trinitarian structure consisting of an age system,
gender system and an arbitrary-set system (Sidanius & Pratto, 1999). The age system holds that
middle and older aged people will have much more social power and standing compared to
younger people compared in societies. The gender system asserts that most societies will be
organized into patriarchies, or social systems wherein men retain the lion’s share of social and
political power compared to women. While SDT does recognize that some societies have
achieved near economic parity between genders, the theory still maintains that men will in
aggregate wield much greater influence and power compared to women in important social
spheres, such as work, politics and the military. Indeed, a number of sociological reviews have
concluded that men have historically assumed a socially dominant position over women across
American, African, European and Asian societies (see Lenski, 1984, Lerner, 1987).
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The arbitrary-set system is different from the first two systems in that it is composed of
any socially and culturally significant categories or groupings (excluding age and gender)
recognized by humans. Examples of such groupings include ethnicity, nationality, neighborhood,
company, team or gang. These social groups within the arbitrary-set are also organized into
hierarchies, such that membership in some groups will connote greater status and power than
membership in others (e.g., European immigrants assuming greater status over African
immigrants in France). The sheer breadth and diversity of social groupings covered by the
arbitrary-set system also makes this system much more flexible and fluid than either the age or
gender system. That is to say, one’s membership in salient social groups within the arbitrary-set
can also change based on the situation or context (Sidanius & Pratto, 1999).
According to SDT, the fiercest and most sustained levels of intergroup violence and
discrimination also occur between social groups in the arbitrary-set. For example, the mass
genocide of Jews in the Holocaust by Nazis, the enslavement of Africans in the Atlantic slave
trade by Europeans, and the persecution of American Mormons in the 1800s by the U.S.
government, all constitute instances of arbitrary-set violence. Indeed, SDT maintains that most
types of discrimination, such as racism, heterosexism and classicism, are all a result of human
beings’ desire to form group-based social hierarchies in those societies that have graduated from
hunter-gatherer modes of existence (Sidanius, Pratto, Laar, Levin, 2004).
Aggregated Discrimination. SDT also maintains that within the age, gender and arbitrary
sets, discrimination can occur on an aggregated individual or aggregated institutional basis.
Individual discrimination is said to occur between single individuals, for example, when a police
officer unlawfully stops a driver because he is of a different race, or when a person is terminated
from a job because of her gender. Subtler instances of discrimination, also known as micro-
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aggressions (Capodilupo, Torino, Bucceri, Holder, Nadal, Esquilin, 2007) would also constitute
cases of individual level discrimination. A racial microaggression occurs when for example a
White individual tells a Black individual “You speak so well” or “You are a credit to your race”
because these statements imply that it is rare for Black people to be articulate or intelligent
(Wing, Capodilupo, Torino, Bucceri, Holder, Nadal, Esquilin, 2007). According to Sidanius and
Pratto, when individual instances of interpersonal discrimination are aggregated over time, they
result in marked power and status differentials between social groups.
Institutional discrimination refers to discrimination that is perpetrated through rules and
procedures of social institutions, such as legal courts, governments, or universities. For example,
state laws mandating that specific types of identification, not typically possessed by minorities,
be required to vote would constitute an example of aggregated institutional discrimination.
Another example would be reflected in the case of African American farmers being
systematically denied loans by the United Stated Department of Agriculture throughout the late
twentieth century (Clemetson, 2004).
Behavioral Asymmetry. In addition to drawing distinctions between individual and
system level discrimination, SDT also offers hypotheses about how dominant and subordinate
groups manifest particular group behaviors as a function of their group status. This concept has
been termed Behavioral Asymmetry (BA) by Sidanius and Pratto (1999). According to SDT,
there are four different types of BA: asymmetric ingroup bias, ideological asymmetry, outgroup
favoritism and group debilitating behaviors. SDT holds that in most cases dominants should be
more likely to demonstrate stronger ingroup bias and endorse ideologies that enhance the status
quo, while subordinates should typically display more outgroup favoritism and group debilitating
behaviors. Each is described in more detail below.

Colorism and Ratings

24

Asymmetric ingroup bias describes the tendency for dominant group members to possess
higher levels of ingroup favoritism compared to subordinate group members. SDT maintains that
ingroup bias is typically stronger among higher status groups, because they are especially
motivated to maintain their dominant group position in hierarchies. Empirical research has
yielded a number of findings in support of the ingroup bias construct. For example, studies have
demonstrated that dominant social groups such as men, Whites, and heterosexuals reliably report
higher levels of ingroup favoritism and desire for hierarchies compared to women, racial
minorities, gays and lesbians (Sidanius, Sinclair and Pratto, 1996; Sidanius, Liu, Shaw & Pratto,
1994). Moreover, a meta-analytic review of 137 studies conducted by Mullen, Brown and Smith
(1992) found that ingroup bias was indeed strongest among those groups with higher compared
to lower group status.
The concept of ideological asymmetry is similar to asymmetric ingroup bias in that it is a
form of ingroup bias. However ideological asymmetry is different in that it describes the greater
propensity of dominant group members to champion specific hierarchy enhancing ideologies that
increase power and status differentials between dominant and subordinate groups. An example of
a hierarchy enhancing ideology would be a social policy that increases socio-economic
differences between high and low status racial groups by rescinding unemployment or early
childhood care benefits that low status racial groups are more likely to use. A number of
previous studies have shown the ideological asymmetry construct to be very robust. For
instance, Haley and Sidanius (1996) found that Whites (i.e., a dominant group) reported
significantly stronger desires for hierarchy enhancing ideologies, such as opposition to
affirmative action policies, than did Blacks or Latinos (i.e., subordinate groups). Similarly, in a
national attitudes study of 33 countries, Staerklé, Sidanius, Green and Molina (2010) observed
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that members of dominant linguistic, religious and ethnic majorities reported significantly
stronger endorsements of nationalist ideologies (i.e., political ideologies that championed the
supremacy of one’s own country over other countries) compared to minority group members.
The remaining two forms of behavioral asymmetry are more pronounced in subordinate
groups. Outgroup favoritism occurs when subordinate groups favor the dominant outgroup over
their own subordinate ingroup on any given criterion. Extant research has found mixed evidence
of outgroup favoritism among low status groups. For example, research conducted by Clark and
Clark (1947), Gopaul-McNicol (1995), and Munitz, Priel and Jenik (1985) found that Black
children typically favored membership in, or symbols of White outgroups compared membership
in or symbols of their own Black ingroups. Vaughan (1978) found similar findings among lower
status, native Maori children of New Zealand, who favored higher status, White outgroup
children over their own ingroup. It is important to note, however, that much of the previously
mentioned research was conducted with preschool or grade school aged children, rather than
mature adults. Furthermore, even those studies of outgroup favoritism involving adult samples
(see Verkuyten & Reijerse, 2008; Dumont & Lill, 2009) cannot be considered to be wholly
supportive of the outgroup favoritism, as these studies have typically shown that subordinate
group members prefer to psychologically disidentify with their lower status groups, rather than to
psychologically identify with higher status. In other words, these studies have typically assumed
psychological disidentification from one social group to be indicative of ingroup identification
with another without directly measuring this assumption.
In contrast to mixed findings regarding outgroup favoritism, extant research on group
debilitating behaviors has proven to be much more conclusive. This form of BA occurs when
subordinate groups participate in socially detrimental behaviors, such as criminal activity or
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risky health practices at significantly greater rates than majority groups. According to Sidanius
and Pratto (1999) the fact that subordinate ethnic groups typically have higher rates of
criminality and lower rates of academic achievement across the Americas, Europe and the
Middle East is strong evidence in support of the group debilitating behavior construct. Data from
the Centers for Disease Control (2010) indicating that Blacks and Latinos in America have
significantly higher obesity rates compared to Whites is another finding which lends additional
credibility to the group debilitating behavior construct. Despite these findings, SDT also
recognizes that hierarchies established by dominant groups are in part to blame for
disproportionate rates of self-debilitating behaviors among lower status groups.
Legitimizing Myths. SDT also maintains that BA, aggregate discrimination and other
forms of group-based hierarchy are supported or diminished by values, attitudes, beliefs, causal
attributions and ideologies known as legitimizing myths (Sidanius & Pratto, 1999). HierarchyEnhancing Legitimizing Myths (HE-LMs) are those values and ideals that serve to promote
group-based hierarchy. Examples of HE-LMs would include ideals such as political
conservatism and protestant work ethic. To provide further illustration, protestant work ethic
maximizes group-based hierarchy by attributing individuals’ achievements, or lack thereof,
almost wholly to intrinsic motivation and merit, rather than to situational factors or societal
privilege (of which minorities typically have less of compared to majority groups). Conversely,
Hierarchy-Attenuating Legitimizing Myths (HA-LMs) are those attitudes, beliefs or values that
work to weaken group-based hierarchies. Examples of HA-LMs include egalitarianism,
feminism and socialism.
Social dominance theorists note that legitimizing myths need not be accurate. Rather,
they simply need to be believed by enough people to qualify as myths. In addition, SDT also
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recognizes that HE-LMs can be especially enduring, because subordinate and dominant groups
often consensually endorse them. An example of such a consensually endorsed HE-LM would be
the belief that minorities have a better chance than Whites at attaining high levels of achievement
in athletic compared to intellectual pursuits.
Extant findings regarding legitimizing myths have been mostly supportive. For example,
in a study involving undergraduates, Sidanius, Levin and Pratto (1996) found that even though
Whites endorsed HE-LMs at higher overall levels than did Blacks, both racial groups reported
more shared agreement, rather than disagreement, regarding the veracity of HE-LMs. Quist and
Resendez’ (2002) analysis of archival survey data also evinced that in line with SDT, stronger
desires for group-based hierarchy were predictive of the endorsement of HE-LMs among
American Whites.
Subordinate Male Target Hypothesis. The Subordinate Male Target Hypothesis (SMTH)
is also a key hypothesis contained within the framework of SDT. The SMTH predicts that
subordinate males, rather than subordinate females, will typically be the recipients of the most
intergroup aggression and discrimination. SDT bases this prediction on the observation that,
historically speaking, men rather than women, have enacted the greatest overall amounts of
aggression and discrimination (Sidanius & Pratto, 1999). Additionally, the gender set proposition
of SDT maintains that men are accorded greater social power and are also more concerned with
quelling threats to group hierarchy than are women. Taken together, all these suppositions mean
that because subordinate males constitute the greatest threat to existing hierarchies, they should
receive the greatest amount of discrimination from dominant males. In support of this
proposition, Sidanius and Pratto have cited field research demonstrating that in comparison to
White males, Black males are required to pay significantly more for the final price of a car in
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negotiations than are White or Black women (Ayres, 1995). In further support of the SMTH,
Sidanius and Veniegas (2000) demonstrated that after controlling for socio-economic variables,
pay differences between Black and White women typically dissipated, whereas pay differences
between Black and White males remained significant. It is important to note, however, that very
few direct experimental tests of the SMTH have been conducted. Additionally, while some
theorists have studied discrimination in terms of overall and absolute amounts of discrimination
accorded to different groups, social dominance proponents have argued that the SMTH should be
evaluated in relative terms (Sidanius & Pratto, 1999). For example, social dominance proponents
typically test the SMTH in pay discrimination research by measuring how much less Black males
are paid relative to White males, as opposed to employing an absolute measurement approach,
wherein a researcher would assess whether Black males, Black females or White females are
paid the lowest overall salaries.
Social Dominance Orientation
According to SDT, the previously related constructs of individual and aggregated
discrimination, behavioral asymmetry and legitimizing myths and the SMTH can all be
explained and predicted by an individual difference variable known as Social Dominance
Orientation (SDO). SDO describes a generalized desire for the establishment and maintenance of
group-based hierarchies (Sidanius & Pratto, 1999). Social dominance theorists have asserted that
this desire for group-based hierarchies is typically generalized across social categories, such as
gender, race, religion, class, nationality, and sexuality. In this manner, the theory argues that
stronger SDO drives will motivate individuals to commit behavioral acts of out-group
discrimination against a variety of subordinate individuals or groups, in order to maintain status
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hierarchies. The theory also argues that it is this same SDO drive that influences high SDO
individuals to adopt HE-LMs, which also serve to perpetuate group-based inequalities.
A great number of studies conducted across different contexts and groups have provided
ample support for the criterion validity of the SDO construct. For example, in a longitudinal
study of career choices and SDO, Sidanius, Laar, Levin and Sinclair (2003) found that
undergraduates with stronger SDO drives were significantly more likely to choose hierarchyenhancing majors (e.g., economics, business management) and then subsequently pursue
hierarchy-enhancing professions (e.g., police sheriff, judge, military personnel) compared to
their low SDO counterparts. Also in keeping with SDT, results indicated that low SDO
participants were much more likely than high SDO participants to choose hierarchy-attenuating
college majors, such as social work, or women’s studies, and pursue hierarchy-attenuating
careers (e.g., social scientists, special education teachers). In a later cross-cultural study, Pratto et
al., (2000) found that the SDO could be reliably measured across Indian, Chinese, Taiwanese and
Israeli populations. The authors also found that stronger SDOs were positively associated with
greater support for group-based hegemonies. In contrast, weaker SDOs were correlated with
support for subordinate social groups. In an even more recent cross cultural study of the SDO
construct, Pratto and her colleagues (2013) found that low, rather than high SDOs were
associated with preferences for inclusion, equality and selecting women for leadership positions.
Furthermore, these results remained robust across all twenty countries and fifteen languages
included in the study.
All these supportive results notwithstanding, some more recent investigations have raised
questions regarding the construct validity of the SDO construct. As stated previously, SDT holds
that SDO represents a singular and generalized preference for the dominance and maintenance of
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group-based hierarchies. However, shortly after the release of Sidanius and Pratto’s (1999)
seminal work on SDT, Johnson and Thompson (2000) concluded that the widely used 16-item
SDO scale created by Pratto, Sidanius, Stallworth and Malle (1994) actually measured an
additional construct distinct from the desire for group based hierarchies. More specifically,
Johnson and Thomas asserted that half of items on the SDO scale actually measured the
additional construct of Opposition to Equality (OEQ) rather than the presumed construct of a
desire for Group-Based Dominance (GBD). Indeed, a follow up study conducted by Kugler,
Cooper and Nosek (2010) found evidence to indicate that the last eight items of Pratto et al’s
(1994) SDO scale were more strongly associated with participants’ dislike of redistributive social
policy and a lack of empathy or concern for weak and subordinate groups (i.e., OEQ), whereas
the first eight items were more strongly related to aggression towards outgroups and concerns
about intergroup competition (i.e., GBD). Another recent scale validation study concluded that
some of the items on Pratto et al’s SDO scale reflected a GBD factor while other items reflected
a second “negative wording method” factor. Xin and Chi (2010) recommended modeling this
negative wording method factor in order to study the relationship between SDO and other
variables of interest by employing Correlated Trait Correlated Methods (e.g., Podsakoff,
MacKenzie, Lee & Podsakoff, 2003). More research is needed to definitively determine the
efficacy of these authors’ recommendations.
In summary, while many single, cross-cultural and longitudinal studies have found SDO
to be a robust predictor of a generalized desire for group based dominance and prejudiced
ideologies (e.g., Sibley & Duckitt, 2010; Quist & Resendez, 2002; Staerklé, Sidanius, Green &
Molina, 2010; Sidanius, Laar, Levin & Sinclair, 2003; Pratto et al., 2000; Sidanius, Levin &
Pratto, 1996; Sidanius, Liu, Shaw & Pratto, 1994; Sidanius, Sinclair and Pratto, 1996; Haley &
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Sidanius, 1996; Green & Auer, 2013), a handful of more recent studies have raised mixed
findings and valid questions regarding the unidimensionality of the construct (e.g., Johnson &
Thompson, 2000; Xin & Chi, 2010). The remainder of this chapter will explore results relevant
to both the unidimensional and bidemnsional conceptualizations of SDO.
Social Dominance Orientation and Workplace Discrimination
Because SDO has been found to be a reliable predictor of prejudicial ideologies and the
desire for the enhancement of status based hierarchies, it holds great potential for predicting
possible acts of discrimination perpetrated against minorities in the workplace. Despite this
possibility, relatively few published research studies have actually sought to assess the influence
of SDO in simulated or actual workplace evaluation settings. However, those few published
studies that have sought to explore the possible influence of SDO in workplace discrimination
have produced mostly supportive results.
For example, Michinov, Dambrun, Guimond and Méot (2005) utilized a computer-based
simulation to investigate how SDO affected participants’ hiring choices. In line with their
predictions, the authors found that high SDO participants were in fact more likely than low SDO
participants to assign higher status positions to White-European employees over darker-skinned,
Black-North African employees. In a later study, Umphress, Simons, Boswell and Triana (2008)
found that SDO explained discriminatory actions taken against low status groups. Umphress and
her colleagues created a fictitious scenario that required participants to choose members of a
work team whose task was to monitor airspace around a naval carrier. Participants were
prompted to review information about their possible team members, which included gender,
race, age and leadership potential scores, and then to select candidates to join their work team.
Half of all participants received directions from an authority figure to focus on job-related
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criteria when making a selection decision, whereas the remaining half received no such
directives. In line with their hypotheses, the authors found that SDO was negatively related to the
intent to select Blacks and females. As expected, Umphress also found that discriminatory SDO
bias could be eliminated among high SDO participants by providing directives to focus on jobrelated criteria when making selection decisions.
In a seperate study, Capman (2011) built on Umphress et al’s., (2008) earlier work by
investigating the effect of SDO on employment decisions. Capman prompted participants to
complete an online business simulation that required participants to assume the role of vice
president in a corporation. Their task was to evaluate applicant résumés and make several
candidate evaluation and selection decisions involving fictitious job candidates of different races
and gender. In contrast to the results' of Umphress et al., (2008), the findings indicated that SDO
had no significant effect on candidate evaluation ratings. However, the results did indicate that
high compared to low SDO participants included a higher proportion of Whites in the final
candidate selection pool.
SDO and group status have also been found to be predictive of individuals’ support for or
against workplace policies such as affirmative action1. Affirmative action constitutes a sort of
hierarchy attenuating policy because its intent is to redress past or existing inequalities in
workplaces. In line with predictions from SDT, Sidanius and Pratto (1999) found SDO to be
negatively and significantly related to support for affirmative action in a sample of Los Angeles
residents. Among another sample of mid-Atlantic university students, Aquino, Stewart and Reed
(2005) found that high SDO participants evaluated Black job candidates more negatively when

1

The U.S. Department of Labor (2014) defines affirmative action as any training program, outreach efforts or other
actions designed to recruit or advance qualified minorities, women, covered veterans or persons with disabilities in
the workplace.
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they were portrayed as being beneficiaries of affirmative action policies than when they were
portrayed as not benefiting from such policies. According to SDT, these patterns of results are to
be expected, because those highest in SDO should be most motivated to maintain existing social
hierarchies by discouraging hierarchy-attenuating policies, such as affirmative action.
Extant research has also found that high SDO individuals’ opinions of hierarchy
attenuating and hierarchy-enhancing policies vary according to what groups these policies are
perceived to benefit. More specifically, studies have consistently found that high SDO
individuals tend to voice the strongest opposition to hierarchy attenuating policies, such as
affirmative action, when these policies are intended to benefit low status groups (Sidanius &
Pratto, 1999). Conversely, research finds that when hierarchy-enhancing policies are intended to
maintain group status differences, high SDO individuals typically advocate for these policies
(Gutiérrez & Unzueta, 2013).
For example, in a random sample of Los Angeles residents, Sidanius and Pratto (1999)
found that Whites expressed the most opposition to affirmative action when the intended
beneficiaries were Blacks as opposed to women or poor people. Additional regression analyses
also evinced that SDO was a stronger and more significant predictor of opposition to affirmative
action for Blacks than were the variables of anti-black affect, protestant work ethic, or political
conservatism. In a more recent study of SDO and hierarchy-enhancing legacy policies (i.e.,
college admission policies that favor applicants with family members who have previously
graduated from the same institution), Gutiérrez and Unzueta (2013) found that SDO influenced
in-group members to give less support to legacy policies that actually benefitted their own racial
group. More specifically, regression analyses revealed a positive relationship between SDO and
support for hierarchy-enhancing legacy policies among Asians participants in the condition in
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which Whites were the perceived beneficiaries of legacy policies. No such effect emerged in the
condition wherein fellow in-group Asians were the perceived beneficiaries of affirmative action.
While paradoxical, this result is also in keeping with SDT as the theory posits that individuals
high in SDO will seek to maintain hierarchies regardless of the potential benefit or detriment to
their own group’s status (Sidanius & Pratto, 2003).
Studies regarding SDO and employment policies have also found that SDO influences the
very way in which people perceive affirmative action. In one such study, Haley and Sidanius
(2006) analyzed survey data of White, Black and Hispanic respondents in the Los Angeles area.
Their analyses evinced that dominant, White group members were most likely to construe
affirmative action using negative frames that are inconsistent with legal forms of Affirmative
Action (e.g., out rightly preferring less qualified applicants, employing strict racial quotas).
Conversely, minorities tended to construe affirmative action policies using legally acceptable and
positive frames involving recruiting strategies (e.g., advertising job openings at minority
universities) and orientation programs that acquaint test-takers with the nature of future tests.
Furthermore, additional analyses showed that different positive and negative affirmative action
frames adopted by Blacks and Whites were mediated by SDO, such that high SDO among
Whites explained their adoption of negative affirmative action frames and low SDO among
Blacks explained their adoption of positive affirmative action frames.
In summary, SDT is an intergroup theory of behavior that purports to explain ideological
prejudice and discrimination. The theory asserts that most societies are organized in a
hierarchical fashion, wherein dominant groups display more behavioral and ideological biases in
favor of their own group than do subordinate groups. Social dominance theorists have produced
a wealth of empirical evidence showing that individuals’ desire to maintain hierarchies can be
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reliably measured by an individual difference variable known as SDO. This research
demonstrates that SDO is positively associated with giving lower résumé and hiring ratings to
subordinate group members (Capman, 2011; Umphress, Simons, Boswell & Triana, 2008) and to
the opposition of hierarchy attenuating workplace policies that are indented to advance the job
candidacy of minorities (Sidanius and Pratto, p.173, 1999; Haley & Sidanius, 2006). However,
more recent studies have raised valid questions regarding the unidimensional nature of the
construct (e.g., Kugler, Cooper & Nosek, 2010; Xin & Chi, 2010). Having covered the tenants of
both SDT and colorism I devote the next chapter identifying links between the two concepts.

Colorism and Ratings

36

Chapter 4: SDO and Colorism
Little attention has been devoted to finding reliable ways to explain and predict instances
of colorism. Much more research has instead focused on describing the historical genesis of
colorism (Rueter, 1918), replicating colorism effects in experimental settings (Harrison &
Thomas, 2009) and quantifying the effect of colorism on socio-economic standing and life
outcomes (Hughes & Hertel, 1990). As a result, empirical research aiming to isolate those
variables and processes that may facilitate colorism has gone wanting.
In fact, no studies known to this author have actually sought to investigate mediating
processes that may explain colorism. More typically, studies have sought to ascertain which
situational or personality factors may induce colorism. For example, in one study, Sidanius,
Pena, and Sawyer (2001) tested whether SDO could predict prejudice (as measured via survey
responses) against Dominicans varying in lighter and darker skin tone. Contrary to the authors’
expectations, the SDO – colorism link was not supported in this study. However, in a later and
unpublished study, Marira and Sommer (2014) did find empirical support for the theoretical link
between SDO and colorism. The authors posited that SDO and colorism should be positively
associated among Blacks participants if they in fact perceived skin tone differences among
Blacks as a type of group-based hierarchy. In line with SDT, the authors’ reasoning held that if
individuals recognize differences in skin tone as a type of hierarchy, then individuals high, but
not low in SDO, should be motivated to maintain this hierarchy by favoring lighter-skinned over
darker-skinned Blacks in workplace evaluations. To test this proposition, the authors created a
business simulation requiring working, Black professionals to generate work-related evaluations
about fictitious Black applicants varying in skin tone. Their results indicated that Black
professionals with stronger SDOs were indeed more likely to hire fairer over darker-skinned
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Black job applicants in binary hiring decisions. Results also showed that Blacks with stronger,
rather than weaker, SDOs awarded higher résumé ratings and salaries (via Likert scale ratings) to
fairer–skinned, Black job applicants over equally qualified and darker–skinned Black job
applicants.
Marira and Sommer’s (2014) findings are significant because they demonstrate that, in line
with SDT and its concept of “consensual hierarchy,” subordinate groups (i.e., Blacks) may at
times be motivated to maintain hierarchies that are actually detrimental to their own groups
(Gutiérrez & Unzueta, 2013). The effect sizes in Marira and Sommer’s (2014) study, however,
were quite small, averaging around = .05, for résumé, salary and hiring ratings. Several
factors may have contributed to this. First, the notion of asymmetric ingroup bias, wherein
dominant group members (e.g., Whites) exhibit stronger ingroup bias than subordinate group
members (e.g., Blacks), predicts weaker levels of colorism among African Americans compared
to Whites. Indeed, previous SDO studies have demonstrated that Blacks typically have lower
SDOs compared to Whites (Sidanius & Pratto, 1999). Thus, the use of only African-Americans
in Marira and Sommer’s (2014) sample may have artificially constrained the range of SDO
scores and hence correlations of these scores with the outcome variables under investigation.
Second, smaller effect sizes may have been observed because the dark-skinned African–
American target displayed a more prevalent and moderately brown skin tone as opposed to a
very dark skin tone. It may be that stronger differentiations between light- and dark-skinned
targets produce higher levels of colorism.
These weaknesses notwithstanding, finding evidence for an SDO – colorism link
represents a critical first step in the road towards understanding colorism’s psychological
functioning and eventually creating organizational interventions capable of ameliorating its
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effects. If the current study can produce additional evidence linking SDO and colorism, and
establishing mediators of this relationships then this would substantiate SDO as a crucial
antecedent of colorism while also highlighting important variables that better explain the SDO –
colorism link. The next chapter outlines the major goals of this dissertation and advances a set of
hypotheses to be tested.
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Chapter 5: Present Research
The present research was designed to explore several mediators and moderators of the
SDO – colorism relationship. Prior research has provided compelling evidence that skin tone
stereotypes (Maddox & Gray, 2002; Parrish, 1946) and metaphorical associations (Lakoff, 2008)
underlie discrimination based on skin tone. Thus, the first goal of this project was to determine
the extent to which these processes are similarly implicated in the SDO – colorism relationship.
The second goal was to determine whether the race of the perceiver moderates the relationship
between the proposed mediators and colorism, as there is strong theoretical reason to suspect that
the magnitude of the SDO – colorism effect observed by Marira and Sommer (2014) was
constrained by the use of an all-Black sample. The third and final objective was to extend those
colorism effects previously found by Marira and Sommer (2014) by using selection tools that
better mimic real-life interactions, specifically, role-plays.
In this study, the stimuli materials (i.e., résumé photos and recorded role-plays) of Black
job applicants) were adjusted to reflect the diversity of skin tones observed in work
organizations. This enhanced skin tone manipulation was expected to result in even stronger
discrimination in résumé-based ratings than was previously observed by Marira and Sommer
(2014). This experiment also expanded upon previous research by testing mediators and
moderators of the proposed SDO-colorism relationship. The following sections elaborated on
these goals and described the specific set of hypotheses that were tested.
The Mediating Role of Skin-tone Stereotyping
Skin tone stereotyping entails making broad generalizations about individuals based on
their membership in lighter and darker–skinned social groups. There exists a fair amount of
research that supports the possibility of skin tone stereotypes as a mediating factor in the
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potential SDO – colorism relationship. For example, Marks (1943) found that African–American
undergraduate students generally judged lighter–skinned African–Americans to be more
attractive than darker–skinned African–Americans. Another research study conducted by Parrish
(1946) in the mid – 1900s documented the existence of over 20 different terms, such as, “high
yellow” and “chocolate brown,” that were commonly utilized by African–Americans to describe
variations of skin tone among other African–Americans. The results of Parrish’s survey study
also revealed nuanced findings in regards to the content of skin tone stereotypes. For example,
while African–Americans typically assigned derogatory descriptors to very dark–skinned Blacks,
such “ugly” and “hard to get along with” they also stereotyped very dark-skinned Blacks as
“physically strong”. Light–skinned Blacks were typically also stereotyped with negative
attributes like “haughty” and “snobbish” –these views most likely stemmed from the more
socially ascendant status of lighter versus darker–skinned Blacks during this period (Kerr, 2006)
–as well as with positive attributes, such as, “physically attractive”. In quite a different fashion,
medium skinned tones received the most favorable descriptions as this group was positively
stereotyped as “sweet” and “affectionate”.
In 2010, Wilder conducted a follow up study to Parrish’s (1946) study employing a focus
group methodology that evinced much the same results as Parrish. Specifically, Wilder found
that many of the same skin tone descriptors originally identified by Parrish (1946), such as “high
yellow” “pecan tan” and “blue-black” are still commonly used or recognized by African–
Americans in modern times. It is also worth noting that in interviews with alumni of Historically
Black Colleges and Universities (HBCUs), Kerr (2006) found much the same results as Parrish
(1946) and Wilder (2010). More specifically, thematic coding of Kerr’s interviews with Black
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alumni revealed that beliefs regarding the greater social standing and physical attractiveness of
lighter–skinned Blacks were still commonplace at HBCUs.
In summary, while previous investigations have not experimentally tested the causal role
of skin tone stereotypes in engendering colorism, evidence indicates that African–Americans
attend to skin tone complexion by consciously attributing different qualities to African –
Americans as a function of their skin tone (Parrish, 1946; Wilder, 2010). Moreover, because skin
tone stereotypes reinforce group-based hierarchy by labeling lighter–skinned compared to
darker–skinned Blacks as more attractive and socially ascendant (Kerr, 2006; Russell, Wilson,
Hall, 1992) skin tone stereotypes can be considered to be a form of HE-LM that should also be
positively related to SDO. It therefore stands to reason that skin tone stereotypes may mediate
the relationship between SDO and colorism on a variety of role-play, résumé, salary, bonus and
hiring ratings. Based on this theory and previous findings I offered the following hypotheses:
Hypothesis 1a-d: The relationship between SDO and colorism will be mediated by skin
tone stereotypes on all a) résumé, b) salary, c) bonus, and d) hiring decisions
Hypothesis 2: The relationship between SDO and colorism in ratings of role-play
performance will be mediated by skin tone stereotypes.
The Mediating Role of Metaphorical Associations
Although it has not previously been tested, a strong case can also be made for the
mediating role of metaphorical associations in the potential SDO – colorism relationship. Recall
that Sidanius and Pratto (1999) have shown that SDO predicts an inclination towards hierarchy
defined fairly broadly across sexuality, gender, race and other socially salient domains.
Theoretically, metaphorical associations should then also be positively related to SDO because
they promote hierarchy of whiteness over blackness by linking positive attributes (e.g.,
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innocence, salvation, righteousness) to whiteness and negative attributes (e.g., ignorance,
criminality, misfortune) to blackness (Pfeiffer, 2009).
The theory of neural metaphor (NTM) (see Chapter 2) explains how these color–trait links
can conceivably be made and reinforced through Western speech and idioms that conflate
blackness and negativity and whiteness with positivity. Experimental studies have also shown
that in line with the NTM, individuals are typically able to more quickly and automatically
associate the color white with positive descriptors, such as morality and the color black with
negative descriptors, such as immorality (Meier, Robinson & Clore, 2004; Sherman & Clore,
2009). Furthermore, some researchers contend that individuals may unconsciously generalize the
negative connotations of the color black and the positive connotations of the color white onto
Black (i.e., African–American) and White (i.e., Caucasian) people respectively. However, it is
my belief that whereas Sherman and Clore (2009) have suggested that metaphorical associations
facilitate interracial discrimination between Blacks and Whites, they may also facilitate
intraracial discrimination between lighter–skinned Blacks and darker–skinned Blacks (i.e.,
colorism). This is because in line with the NTM, darker skin complexions should activate
negative associations (e.g., criminality, immorality) related to darkness or blackness. African–
Americans’ darker skin tone may also allow individuals to racially categorize them by using the
actual term “Black” which in turn may also activate negative connotations associated with the
color black. Similarly, lighter–skinned African–Americans may also active more generally
positive associations related to the color white (e.g., innocence, purity). More racially ambiguous
and lighter–skinned African Americans may also be mistakenly categorized as racially “White,”
which can in turn activate positive semantic associations related to the color white. Based on this
reasoning I offered the following hypotheses:
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Hypothesis 3a-d: The relationship between SDO and colorism will be mediated by
metaphorical associations on a) résumé, b) salary, c) bonus, and d) hiring decisions
Hypothesis 4: The relationship between SDO and colorism in role-play ratings will be
mediated by metaphorical associations.
For visual depiction of Hypotheses 1– 4 refer to Figure 1.
Evaluator Race as a Moderator the Metaphorical Association – Colorism Relationship
There are several reasons I believed that race should moderate the relationship between
metaphorical associations and colorism. Metaphorical association proponents have asserted that
conceptual metaphors influence decision-making processes below individuals’ conscious level of
awareness (Sherman & Clore, 2009). Other research has also confirmed that Eurocentric
cultures, religions and language systems are replete with terms and idioms that conflate positivity
with the color white and negativity with the color black (Pfeiffer, 2009). Therefore, I contended
that because Caucasians are more likely to identify with Eurocentric value systems and beliefs
than are African–Americans, Caucasians, rather than African–Americans, should subsequently
also be more susceptible to the covert influence of metaphorical associations that have
traditionally favored whiteness and disfavored blackness:
Hypothesis 5a-d: The relationship between metaphorical associations and colorism will be
moderated by race on all a) résumé, b) salary, c) bonus, and d) hiring decisions, such that
the relationship will be stronger for White than for Black participants.
Hypothesis 6: The relationship between metaphorical associations and colorism in ratings
of role-play performance will be moderated by race, such that the relationship will be
stronger for Whites than for Blacks.
Evaluator Race as a Moderator the Skin Tone Stereotyping – Colorism Relationship
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African–Americans possess considerably greater social knowledge of skin tone
descriptors and skin tone stereotypes than do Caucasians (Russell, Wilson & Hall, 1992). This
supposition has been advanced by a number of colorism theorists (Kerr, 2006; Okazawa-Rey,
Robinson, & Ward, 1987) and buttressed by the findings of empirical research. For example, a
socio-linguistic investigation conducted by Parrish (1946) found that Blacks possessed a detailed
and nuanced lexicon of skin tone names and terms that they employed to describe variations in
skin tone gradations among Blacks. The results of focus groups conducted over a half a century
after Parrish’s initial study also demonstrated that many of these same skin tone terms and their
associated positive and negative connotations are still employed by African Americans in present
times (Wilder, 2010). While extant research has not sought to divine Whites’ familiarity with
skin tone descriptors among Blacks, it is likely that Whites’ collective knowledge of skin tone
terminology does not exceed that of Blacks’. Based on this logic and previous findings, I offered
the following hypotheses:
Hypothesis 7a-d: The relationship between skin tone stereotypes and colorism will be
moderated by race on all a) résumé, b) salary, c) bonus, and d) hiring decisions, such that
the relationship will be stronger for Black, rather than White participants.
Hypothesis 8: The relationship between skin tone stereotypes and colorism in ratings of
role-play performance will be moderated by race, such that the relationship will be
stronger for Black, rather than White participants
A visual reference of Hypotheses 5 – 8 can be reviewed in Figure 1.
It should also be noted that because the majority of extant stereotyping literature deals with cases
of outgroup rather in group stereotyping (e.g., Fiske & Tablante, 2015) the prospect of Blacks
stereotyping more than Whites (i.e., Hypotheses 7 and 8) may appear counter intuitive. However,
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while this notion is somewhat novel, it can be supported by both stereotyping and SDT theory.
With regards to skin tone stereotyping, it remains true that for an individual to stereotype he or
she must possess category-based beliefs. As mentioned earlier, Blacks' specific knowledge of
skin tone stereotypes is far more rich and intimate compared to Whites'. Therefore, it follows that
Blacks' greater knowledge of the content of skin tone stereotypes would allow them to commit
more skin tone stereotyping relative to Whites. Additionally, SDT holds that subordinate groups
often work in concert with dominant groups in order to maintain systems of oppression (Sidanius
& Pratto, 1999). It is therefore plausible within the framework of SDT for some Blacks to
endorse negative beliefs about darker skin tones as a means by which to maintain hierarchies that
privilege fair-skinned over darker-skinned Blacks.
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Chapter 6: Pilot Studies
Two pilot studies were conducted in order to produce stimuli for the main study. In the
first pilot a group of 25 professional contacts with experience in the social sciences and
experimental research were prompted to read and rate the quality of three customer service roleplay scripts (review Section 1 of Appendix A for content of all three scripts). The role-play
scripts detailed a dialogue between a marketing professional and displeased customer. The
marketing associates’ diction differed across script versions, but the quality of their responses
were approximately the same. Respondents rated the quality of the marketing associate’s
responses along a 5-point Likert scales on the dimensions of emotional poise, customer service
ability, relationship-building ability, sales ability, and communication ability. The Likert scales
were constructed such that higher values represented greater levels of a given construct (e.g., 5 =
remained confident and took assertive action, even under conditions of uncertainty, 1 = hesitated
to take action in unclear or uncertain situations). These rating scales can be reviewed in Section 2
of Appendix A. In the pilot alphas for the five dimensions ranged from .44 to .77. The
communication and sales ability scales produced unacceptable reliability scores below .7 and
were therefore re-written for inclusion in the main study. A series of five, one-way repeated
measures ANOVAs conducted on the previously mentioned scale dimensions yielded nonsignificant effects among the three customer service role-play scripts on all scale dimensions,
with the exception of emotional poise, all ps > .05, all 2 < .07.
For emotional poise, a one-way repeated measures ANOVA showed a significant effect
of role-play script version, Wilks’ Lambda =.76, F(2, 23) = 3.00, p = .04, 2 = .24. Paired t-tests
revealed that script version B (M = 3.56, SD = 0.70) differed significantly from version A t(24) =
2.13, p = .04, d = 0.42, and version C (M = 3.90 , SD = 90), t(24) = -2.41, p = .02, d = 0.43.
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However, versions A and C did not differ significant from each other, t(24) = -0.25, p=.80.
Based on these results only role-play version scripts A and C were retained for use in the second
pilot study
In the second pilot study, a different group of 37 working professionals recruited from
Mturk were divided into two groups and instructed to listen to the audio recorded versions of the
customer service role-play scripts A and C that were taken from the first pilot study. The
recordings were voiced by two different African American actors (audio only). However, the
voice of the customer was always voiced by the same actor. Participants were told that they
should listen to both role plays carefully in order to judge the customer service ability of both
marketing associates in their conversation with the customer. Participants were randomly
selected into two different groups, such that, half of the participants listened to Actor 1 read
script A and Actor 2 read script C, while the other half listened to the Actor 1 read script C and
Actor 2 read script A. The order in which the dialogues were presented to participants was
counterbalanced across both participant groups. After listening to both role-plays, both groups
were given instructions on how to use the rating scale and prompted to rate both actors on the
dimensions of customer service, relationship building, sales ability, communication ability,
emotional poise, and company image that were taken from the first pilot (the company image
scale was not tested in the first pilot because the scale referred to qualities such as health and
energy that are more difficult to discern in written vs. spoken dialogues).
For the Actor 1 – script A and Actor 2 script C condition, a series of six, one-way
repeated measures ANOVAs yielded non-significant effects across all six dimensions of
customer service, all ps > .08, all 2 < .27. However, for the Actor 1 script C and Actor 2 Script
A condition, a one-way repeated measures ANOVA showed significant differences on customer
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service, Wilks’ Lambda = .59, F(1, 17) = 11.64, p = .00, 2 = .41, sales ability, Wilks’ Lambda
=.74, F(1, 17) = 6.00, p = .26, 2 = .17, communication ability, Wilks’ Lambda = .78, F(1, 17) =
4.92, p = .04, 2 = .12, and emotional poise, Wilks’ Lambda = .52, F(1, 17) = 15.44, p = .00, 2
= .09. Therefore, only Actor 1 – script A and Actor 2 scripts C audio stimuli were retained for
use in the main study.
In the next part of the second pilot study, the same working professionals were asked to
rate the perceived age and attractiveness of seven African American individuals displayed in
seven separate photographs (these photographs can be reviewed in Appendix A, Section 3). The
photographs of African Americans were obtained from A Lifespan Database of Adult Facial
Stimuli Database (Minear & Park, 20014) and The Chicago Face Database: A Free Stimulus Set
of Faces and Norming Data (Ma, Correll, & Wittenbrink, 2015). Because skin tone has been
shown to affect perceptions of attractiveness (Parrish, 1946) all seven photographs were first
converted to grey scale before being presented to participants.
For age, a one-way repeated measures ANOVA showed a significant effect of
photograph version, Wilks’ Lambda = .42, F(6,29) = 6.57, p = .00, 2 = .58. Paired t-tests also
showed that one photograph differed significantly from five others, all ts > 2.65, ps < .01, all ds
> .49. Therefore this photograph was excluded from use in the main study.
For attractiveness, a one-way repeated measures ANOVA yielded a significant effect of
photograph version, Wilks’ Lambda = 4.37, F (6,29) = 8.41, p = .00, 2 = .44. Paired t-tests
showed that that one photograph was perceived to be significantly more attractive than all those
individuals depicted in the remaining photographs, all ts > 2.50, all ps < .02, all ds > .56.
Therefore, this photo was also excluded from use in the main study. Because paired t-tests
revealed non-significant differences in attractiveness between photographs A and C, t(34) = -.32,
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were also retained for inclusion in the main study because paired sample t-tests showed nonsignificant differences between them, t(34) =1.57, p = .13.

49

Colorism and Ratings

50

Chapter 7: The Main Study
The main study focused on examining the potential SDO – colorism relationship in
ratings of résumés, salary, bonus awards and hiring decisions. It also explored how the mediating
variables of skin tone stereotypes and metaphorical associations influenced the hypothesized
SDO – colorism relationship. The moderating variable of race in the proposed SDO – colorism
relationship was also examined.
Method
Participants
The sample of working adults were recruited from Mechanical Turk and resided in the
U.S. All subjects were compensated $10.00 for their participation in the study. The initial
participant sample consisted of 347 subjects. However, seven subjects were excluded for failing
race membership checks; seven were excluded for participating in the previous pilot; nine more
were excluded for not listening to the role-plays in full; and 12 were excluded for failing
attention check items. After administering all data integrity screens, the final study sample
consisted of 145 Black (100 women, 45 men) and 167 White (82 women , 84 men) working
professionals from a variety of industries. The total sample size of 312 was in line with Bosco,
Aguinis, Singh, Field and Pierce’s (2015) meta-analytic findings indicating that 304 subjects is a
sufficient sample size to achieve a power of .80 in organizational studies investigating attitudes
and behaviors. Bosco et al’s research regarding typical effect sizes in organizational sciences has
established “medium” effect sizes to reflect a range between r =.10 to .24. This effect size range
is in line with the average effect size evinced by Marira and Sommer (2014) study involving the
effect of skin tone on résumé ratings (r =|.22|).
Design
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For all of the previously mentioned hypotheses, target/candidate skin tone was
manipulated as a within subjects factor while the individual difference variables of SDO, skin
tone stereotypes and metaphorical associations constituted continuous, between-subjects factors.
Colorism was defined as a statistically significant preference for light- relative to dark-skinned
targets or vice versa.
Procedure
Participants completed the main study in two ostensibly unrelated parts. In the first part,
participants completed an online business simulation. Participants read an informed consent
document which explained the general purpose of the study and informed them that they would
receive $10.00 in return for their participation. Participants were then prompted to complete the
online business simulation which was hosted on Qualtrics. Participants were informed that they
would assume the role of vice president in a major marketing company. They were presented
with details of their job description and an organizational chart that visually indicated their
position in the company (see Appendix B, Sections 1–4 to review the business simulation
prompts and organizational chart). Following this, participants were presented with a filler email
from a colleague that presented them with a business decision about a marketing strategy and
prompted them to choose their preferred solution (see Appendix B, Section 5 for the filler email).
The first manipulation was then presented in the form of two emails from a human
resources representative who instructed participants to submit customer service role-play ratings
for two candidates who applied for the same open marketing consultant position. Voice overs of
both customer service role-plays were recorded by the two African American actors (referred to
as Actor A and Actor B from this point on) from the pilot study. The photographic stimulus
materials of both African American voice actors (also pre-tested in the pilot) were manipulated
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with Photoshop, such that one voice actor/candidate always appeared to have a much lighter skin
tone than the other. For half the participants, Actor A was presented with light skin tone and
Actor B with a darker skin tone; for the remaining half, Actor A had darker skin tone and Actor
B had lighter skin tone. This ensured that skin tone was not confounded with actor voice over.
After participants provided role-play ratings, they were then presented with another filler
email task. This irrelevant task required participants to give advice to another colleague who was
struggling to deal with a case of alleged sexual harassment on her team. Following this activity,
the human resources representative asked participants to review the résumés of two different
African American candidates (paired with lighter- and darker-skinned candidate photographs)
applying for an associate marketing position, and to rate the résumé qualifications of both
actor/candidates along a 6-point Likert scale in regards to experience, knowledge and
competence. The candidate résumés used were previously tested for equivalence in experience,
competence and knowledge in a previous study (see Section 6 of Appendix B to review the
résumés). The résumé qualifications rating scale can be viewed in Section 7 of Appendix B.
Presentation of the résumés and actor/candidate photographs were counterbalanced across
participants in order to ensure résumés were not confounded with actors or skin tone.
After completing the résumé ratings of knowledge, experience and competence,
participants were prompted to assign starting salary and signing bonus recommendations to both
candidates before finally making a binary hiring decision between the lighter-and darker skinned
African American candidates. The starting salary brackets used in the salary rating measure were
derived from consulting national marketing salary data from the Bureau of Labor Statistics. The
starting salary, bonus and binary hiring measures can be reviewed in Sections 8 and 9 of
Appendix B.
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In the second part of the study, which followed immediately from the business
simulation, participant level variables of SDO, skin tone stereotypes, black centrality
metaphorical associations and demographic variables were collected. In order to obscure the true
nature of the study, a cover story presented these measures as part of a separate, unrelated scale
validation study. Participants were first prompted to complete a filler measure regarding time
spent performing routine activities like watching TV. They then completed the SDO measure
(regardless of their race) and the Black Centrality measure (if they were Black participants).
After this, participants were asked to complete another filler measure about investment and
saving preferences before being prompted to complete the metaphorical associations measure.
Upon completion of this measure, participants were prompted to complete another filler measure
regarding sleep and lifestyle preferences, before finally completing the skin tone stereotypes and
participant demographics measures created for use in this study. All of key measures that were
utilized to examine the main study hypotheses are described below.
Measures
Brown’s (2006) and Hu and Bentler’s (1999) cutoff recommendations for determining
overall model fit were applied to all structural models and study measures including the SDO,
metaphorical associations, skin tone stereotyping, Black centrality, role-play, and résumé rating
scales. In specific, thresholds of < .06 for good fit and < .08 for acceptable fit were utilized to
assess fit for both the Root Mean Square Error of Approximation (RMSEA) and the
Standardized Root Mean Square (SRMS). Values > .95 for good fit and > .90 were adopted to
asses fit for the Comparative Fit Index (CFI). While the model chi-square (χ 2) was reported, it
was not used as a primary factor in assessing model-data fit due to its tendency to produce highly
variable and/or inaccurate results in previous Monte Carlo simulations involving small and
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multi-sample CFAs (Meade & Bauer, 2007). Final model-data fit was considered to be “good”
“acceptable” or “poor” based on whether the three primary fit indices met all three (i.e., good),
only two, (i.e., acceptable), or just one, or fewer (i.e., poor) of the minimum value thresholds
described above. See Table 1 for a summary of all model fit decision criteria.
Social Dominance Orientation. Fifteen items from Pratto, Sidanius, Stallworth and
Malle’s, (1994) SDO scale assessed desire for the establishment and maintenance of group-based
hierarchies. Recall that previous studies have maintained that Pratto and Sidanius’ SDO
construct is unidimensional, while others have contended that the construct actually composed of
two components reflecting group-based dominance (GBD) and opposition to equality (OEQ)
(Jost & Thompson, 1999). For this reason, both one and two factor CFA solutions were tested
using responses from the combined Black and White sample. Results demonstrated that the twofactor OEQ-GBD solution achieved an acceptable fit [χ2 (287) = 89, RMSEA = .085, CFI =
0.948, SRMR =.045], while the traditional one factor SDO solution resulted in a poor model fit
[χ2 (1404) = 90, RMSEA = .217, CFI = 0.655, SRMR =.140]. Factor loadings for the two-factor
solution were also strong (all factor loadings >.60). Both the SDO-OEQ ( and SDOGBD ( subscales also demonstrated strong internal consistency reliability. Full model fit
indices and factor loadings for all SDO scales are detailed in Tables 2 and 3. An example item
from the SDO-OEQ scale is “No one group should dominate in society.” An example item from
the SDO-GBD scale is, “To get ahead in life it is sometimes necessary to step on other groups."
(All SDO items can be reviewed in Section 10 of Appendix B).
Metaphorical Associations. Participants also completed two new scales created by the
principal author to measure knowledge of metaphorical associations. These new scales assessed
participants’ awareness of positive-white color associations and negative-black color
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associations that were reviewed in Chapter 5. An item from the black metaphorical association
scale is, “Black is the color of evil”. An example of an item on the white metaphorical
association scale is, “The color white represents peace” (full content of both scales can be
reviewed in Appendix B, Section 11 and 12). Due to the new and experimental nature of both
scales, a Principal Component Analysis (PCA) using direct oblimin rotation and responses from
all Black and White study participants was first conducted on the six separate items comprising
the black and white Metaphorical association scales. As expected, the initial solution for the
black metaphorical associations scale revealed that only one component retained an eigenvalue
over Kaiser’s criterion of 1. This single component accounted for 60.64% of the total variance on
the scale (all factor loadings >. 69). Another PCA using direct oblimin rotation was then
conducted on the white metaphorical association scale. Results revealed that the initial un-rotated
solution produced a single component with an eigenvalue over Kaiser’s criterion of 1. This lone
component accounted for 64% of the variance on the white metaphorical association scale (all
factor loadings >.75).
After the initial factor structure of both constructs was assessed, a follow-up CFA
specifying a two factor black and white metaphorical solution was specified to provide further
evidence for factor structures obtained in previous PCAs. However, this initial two factor
solution yielded a poor fitting model [χ2 (290) = 53, RMSEA = .120, CFI = .866, SRMR =.067].
After inspecting the content and factor loadings of all the items, item 3 on the black metaphorical
associations scale and item 4 on the white metaphorical association scale were both eliminated
for having weak factor loadings relative to other items on their respective scales. Item 5 was also
eliminated from the black metaphorical association scale for referring to substantively different
content than the other items on the scale. Following these adjustments, acceptable model fit was
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obtained [χ2(85) = 26, RMSEA = .086, CFI = .958, SRMR = .038]. Reliability was high for the
final Black (.84) and White ( .88) Metaphorical Association scales. Full model fit
indices and factor loadings for the Black and White 2 factor metaphorical association solution
are detailed in Tables 2 and 4.
Skin Tone Stereotypes. Three new scales created by the primary investigator asked
participants to indicate their knowledge of various light- and dark skin tone stereotypes relating
to the domains of amiability, professional competence, and attractiveness. These skin tone
stereotype domains were derived from a content review of existing skin tone stereotypes
literature (i.e. Parrish, 1944; Wilder, 2010, Kerr, 2006; Russell, Wilson & Hall, 1992). However,
because the three new scales were very experimental in nature and because previous studies have
produced complex findings in relation to skin tone stereotypes, separate reliability analyses of all
three stereotyping scales were first conducted as a preliminary screening measure before
conducting PCAs. The reliability analyses yielded an acceptable level of reliability for all 5 items
composing the attractiveness stereotyping subscale, as well as the 6 items representing the
amiability stereotyping scale. However, an acceptable level of reliability could only be achieved
for the 7 items comprising the professional competence scale by dropping items 2, 4, and 6.
Further content analysis of these items indicated their deletion was warranted as these items
tapped domains that were not distinctly related to either light or dark skin tone. For example,
items 2 and 6 related skin complexion to athletic prowess and creativity. However, in modern
times there are many lighter- and darker-skinned Black exemplars who could be feasibly
categorized as athletically gifted or creative.
The retained items from the revised professional competence, amiability and
attractiveness scales were then included in separate PCAs using direct oblimin rotation and
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responses from all Black and White study participants. Interpretation of the pattern matrixes
proved very difficult due to a high number of cross loadings on all three skin tone stereotyping
subscales. However, based on previous theory this was expected to be the case, as some White
respondents presented with the skin tone stereotyping scales likely did not have the requisite
cultural experience needed to respond knowledgeably to these items. Therefore, a separate PCA
using oblique rotation was conducted on the three stereotyping subscales using only Black
respondents’ data. The rotated solution extracted three components with eigenvalues surpassing
Kaiser’s criteria of 1. A number of cross loadings across these factors still made interpretation of
the pattern matrix difficult. Therefore, another PCA was conducted wherein a three factor
solution was forced. In this final PCA the amiability factor explained 36% of total variance, the
attractiveness factor explained 11% of total variance and the professional competence explained
8% of total variance. To further refine the scales a decision rule of factor loadings greater than .4
and no cross loadings greater than .35 was adopted. After imposing this decision rule across the
three scales items 2 from the amiability scale, item 4 from the attractiveness scale and items 2
and 6 from the professional competence scale were all dropped for failing to satisfy the factor
loading criterion.
The retained items from all three skin tone stereotyping scales were than included in a
three factor CFA with data from the entire Black and White sample. Results yielded an
acceptable model fit. However, inspection of the factor loadings indicated that the model could
be further improved by omitting item 3 from the attractiveness scale, item 6 from the amiability
scale and item 5 from the professional competence scale. Deletion of these items did improve the
final model fit [χ2 (105) = 71, RMSEA = .056, CFI = .979, SRMR = .043]. Reliability of the
final professional competence (.80) attractiveness ( =.84) and amiability ( = .88) scales
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was also good. Full model fit indices and factor loadings for the three factor solution and skin
tone stereotyping scales are detailed in Tables 2 and 5. Item content of the final skin tone
stereotypes scale can be reviewed in Section 14 of Appendix B.
Role-play Ratings. This measure prompted participants to rate the skill of both lighterand darker-skinned targets candidates’ role-play performances according to the separate criteria
of customer service, relationship building, sales ability, communication ability and emotional
poise. These six criteria were chosen because they relate to much of the content of skin tone
stereotypes and metaphorical associations highlighted in Chapter 5. For instance, the “company
image” “customer service” and “relationship building” behavioral anchors relate to previous skin
tone stereotyping research wherein lighter-skinned Blacks have been described as physically
attractive and more intelligent, compared to darker-skinned Blacks (Parrish, 1946). Similarly, the
“sales ability” and “communication ability” criteria have relationships to the greater professional
competence and intelligence that Blacks have historically ascribed to African Americans of fairer
complexion (Wilder, 2010). The attribute of “emotional poise” also relates to the more
aggressive temperament that is commonly linked to darker-skinned Blacks via skin tone
stereotyping. All of the role-play ratings were made using a 5-point Likert scales wherein higher
values represent greater levels of a given construct. The 1, 3, and 5 rating points where anchored
with a descriptive behavioral example (e.g., 1 = does not attempt to interest the customer in new
products and services, 3 = offers the customer new products and services, 5 = goes beyond
selling products to anticipating the customer’s needs and presenting them with holistic
solutions).
All Black and White participant data were first used in separate PCAs for the darker- and
lighter-skinned candidate role-play measures in order to identify any items that did not associate
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strongly with a common factor. This approach was taken because extant research has evinced a
complex pattern of findings, wherein unique stereotype content has been shown to apply
differentially to African Americans varying in light, medium and dark skin tone. For example,
while Parrish (1946) found a quadratic relationships between perceived agreeableness and skin
tone of Blacks, such that both darker- and lighter-skin toned Blacks were presumed to be less
agreeable than medium- skin toned Blacks, Wilder’s (2010) research evinced a linear
relationship between perceived attractiveness and African American skin tones, such that lighter
skin tones were generally idealized over darker ones. Therefore, to account for the complex
nature of these previous findings and their likely interaction with role-play performance ratings,
responses of Black and White study participants on the 18 item darker-skinned candidate roleplay measure were first included in a PCA with oblique rotation to investigate the underlying
factor structure of the aforementioned six role-play sub scales. The initial un-rotated solution
revealed that only one component retained an eigenvalue over Kaiser’s criterion of 1. This
component explained 57.72% of the variance for the darker-skinned candidate role-play
measure. Therefore, all the darker-skinned candidate role-play ratings were combined into a
single darker-skinned role-play ratings scale.
The same PCA and rotation procedure was then run separately on all responses provided
for the 18 item lighter-skinned candidate role-play measure as well. Two components met
Kaiser’s criterion of 1 and thus were initially extracted using an oblique rotation. The first
component explained 54.44% of the total variance, whereas the second component extracted
explained only 6.06% of the total variance. It was not altogether clear why the second factor
emerged for the lighter-skinned candidate ratings and not the darker-skinned candidate ratings,
therefore after all items were forced to load onto a single lighter-skinned candidate role play
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factor in a subsequent PCA (all factor loadings >.53). Based on these initial findings two
separate follow-up CFAs for the light- and dark skin role-play scales conducted. In the first CFA
18 items comprising the dark-skinned role play measure were all specified to load onto a
common dark-skinned candidate role-play factor. This one factor solution yielded an acceptable
fit. In the second CFA, 18 items were specified to load onto a light-skinned role-play factor. This
one factor solution also produced an acceptable fit. However, to further improve model fit, items
that retained factor loadings below .7 on common items across both the lighter- and darkerskinned role-play rating scales were removed from both the lighter- and darker-skinned scales.
This resulted in relationship building item 2, sales ability item 1, company image item 1 and
company image 2 being removed from both scales. After this adjustment the revised darkerskinned role-play ratings scale achieved acceptable fit [χ2 (229) = 77, RMSEA = .080, CFI =
.952, SRMR = 0.032], as did the revised lighter-skinned role-play ratings measure [χ2 (259) =
77, RMSEA = .087, CFI = .935, SRMR = 0.039]. Reliability was also strong for the revised
darker- (.95) and lighter-skinned (.95) role-play ratings measures. All model fit statistics
and factor loadings for these scales can be reviewed in Tables 2 and 6.
Résumé Qualifications. This measure asked participants to rate the experience,
knowledge and competence levels of job applicants on three 7-point Likert scale wherein higher
values represented greater levels of the given construct (e.g., 1 = Very Incompetent, 7 = Very
Competent). Résumé ratings from all participants on the criteria of experience, knowledge and
competence were averaged in order to produce an overall perceived résumé qualifications scale.
However because, both the darker- and lighter-skinned résumé scales consisted of only 3 items
each, both CFA models were just-identified (i.e., had an equal number of parameters and
observations). According to Kline (2008) just-identified model estimates are not interpretable,

Colorism and Ratings

61

but their factor loadings can still be interpreted. All factor loadings for both scales were > .8 (see
Table 7 for full factor loading results). Both the dark-skinned ( = .89) or the light-skinned ( =
.87) candidate résumé qualifications scales yielded acceptable levels of reliability.
Candidate Salary and Bonus Recommendations. The one item salary measure consisted
of seven, $1999-dollar salary ranges. The lowest option represented a salary range of $56,000 $57,999 and the highest option salary range represented a range of $68,000 - $69,999. The salary
ranges were created by utilizing the United States Bureau of Labor Statistic’s online database of
marketing salaries. The one item Bonus Recommendation measure prompted participants to
award each candidate a monetary signing bonus. The lowest signing bonus award was $0 and the
highest signing bonus award was $12,000.
Candidate Hiring Task. The one item Candidate Hiring Task asked participants to make
a binary hiring decision between a darker- and lighter-skinned, Black-male candidates applying
for the open marketing associate position.
Demographics. A demographics measure created by the principal investigator was
administered to all study participants. The measure prompted participants to indicate their
race/ethnicity, age, gender and educational information. The complete demographics measure
can be reviewed in Section 15 of Appendix B.
Black Centrality. Sellers, Rowley, Chavous, Shelton and Smith’s (1997) Black
centrality scale was also administered to Black participants as a control variable to assess beliefs
regarding their ingroup identification as Black. An example of an item on this scale is, “My
destiny is tied to the destiny of other Black people.” The full Black centrality scale can be
reviewed in Section 13 of Appendix B. To explore the factor structure of the construct a PCA
with direct oblimin rotation was completed. This analysis yielded two factors with Eigen values
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over 1. Factor one explained 49% of the total variance and factor two explained only 18% of
total variance. These results were out of line with Sellers’ previous work suggesting Black
centrality is a unidimensional construct. Examination of the pattern matrix and loading plots
revealed that three items using reverse wording all loaded onto the second component explaining
18% of variance. It was determined that the most likely explanation for this was that participants
responded in a different range relative to these reverse worded items only. Therefore, these three
items were dropped from the scale and the remaining 5 items were retained for CFA analysis.
However, the CFA showed that model fit for the shortened Black centrality scale was still poor
fitting [χ2 (45) = 5, RMSEA = .236, CFI = .885, SRMR = .051]. Thus, the Black Centrality scale
was omitted from all further analyses.
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Chapter 8: Results
A three-step approach was taken to investigate the study’s primary hypotheses. In the
first step, measurement models involving all key study variables and participant data were
specified. Following this, Intraclass Correlation Coefficients (ICCs) were computed in order to
explore the viability and appropriateness of multilevel modeling for the study. Multilevel
structural models were then specified in order to test mediation Hypotheses 1-4. Hypotheses 5-8
were then tested using several multilevel moderation models. Both CFA measurement and
multilevel structural models were tested using Mplus (Múthen & Múthen, 2018) software.
Descriptive Statistics
Sample size, means and standard deviations for Black and White participant
characteristics are reported in Table 8. Correlations between all key study variables can be
reviewed for Blacks and Whites in Tables 9 and 10 respectively, and for all participants together
in Table 11.
Candidate Rating Null Models
In order to assess whether multilevel modeling was warranted, several null models (i.e.,
multilevel models with only dependent variables and no predictors specified at the within and
between person levels) were specified in Mplus. For role-play ratings, the within-person variance
was .29 and the between-person variance was .17. The formula
between-group variance and

ℴ

, wherein

represents

represents within-group variance, was then used to calculate

the Intra Class Correlation Coefficient (ICC). In multilevel modeling, the ICC represents the
proportion of total variance occurring at Level 2 (Morin, Marsh, Nagengast & Scalas, 2014). The
ICC formula yielded a value of .37, indicating that 37% of the total variance in role-play ratings
came from between person differences. While there is no official cutoff for ICC values, having
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more than a third of variance occurring at the between person level supported using multi-level
analyses to investigate those potential study variables accounting for this variation (Radenbush
& Byrk, 2002). The same analysis and acceptable ICC values were found for the résumé (43%),
salary (60%), and bonus (66%) dependent variables. ICCs were not calculated for binary hiring
decisions which contain no within person variation at level 1 to partition. All variance
component and ICC related data can be reviewed in Table 12.
Candidate Rating Analyses
All role-play, résumé, salary and bonus ratings pertaining to dark- and light-skinned
candidates were nested within participants at Level 1 and continuous predictor variables (i.e.,
SDO scales), mediators (i.e., skin tone stereotypes and metaphorical associations) and
moderators (i.e., race) resided at Level 2. Therefore, 2-2-1 multilevel mediation models were
constructed in Mplus to test Hypotheses 1a-c, which referred to skin tone stereotypes as
mediating the link between SDO and colorism in a) résumé, b) salary and, c) bonus ratings;
Hypothesis 2, which examined skin tone stereotypes mediating the link between SDO and
colorism in role-play ratings; Hypotheses 3a-c, which related to metaphorical associations
mediating the link between SDO and colorism in a) résumé, b) salary and, c) bonus ratings; and
Hypothesis 4, which assessed metaphorical associations possibly mediating the link between
SDO and colorism in role-play ratings. A schematic diagram of the 2-2-1 mediation model is
depicted in Figure 2.
Data Analytic Strategy
Multilevel moderation models were also constructed to test Hypotheses 5 through 8. As a
reminder, Hypotheses 5a-c pertained to race as a moderator of the relationship between
metaphorical associations and colorism in a) résumé, b) salary and, c) bonus ratings). Hypothesis
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6 referred to participant race moderating the relationship between metaphorical associations and
colorism in role-play ratings; Hypotheses 7a-c related to participant race moderating the
relationship between skin tone stereotypes and colorism in a) résumé, b) salary and, c) bonus
ratings; and Hypothesis 8 referred to participant race moderating the relationship between skin
tone stereotypes and colorism in role-play ratings. A diagram of these hypotheses is provided in
Figure 3. Logistic regression in tandem with mediation analyses were used to test Hypotheses 1d
regarding skin tone stereotypes as mediators of the relationship between SDO and colorism in
binary hiring decisions; and Hypothesis 3d referring to metaphorical associations as mediators of
the relationship between SDO and colorism in binary hiring decisions. For Hypothesis 5d and 7d,
logistic regression was also used to test the whether race moderated the relationship between
metaphorical associations and binary hiring decisions, or between skin tone stereotypes and
binary hiring decisions, respectively. The criterion for detecting cross-level effects was relaxed
to, p ≤ .10, for all multilevel hypotheses, due to greater instability of estimates that is associated
with multilevel models (Snijders & Bosker, 1999). To better facilitate the interpretation of main
effects and interactions, all continuous predictors were also mean centered prior to testing of all
hypotheses.
To interpret results of these multilevel analyses, it is important to note that the Level 1
(γ00) term represents the y intercept of the White group. The (γ10) term represents the ability of the

candidate skin tone variable to predict preferential candidate résumé, salary, bonus, or role-play
ratings in favor of darker- or lighter-skinned candidates (i.e., colorism). Due to the coding scheme
(0= dark-skinned; 1 = light-skinned) used for skin tone, a significant and negative (γ10) slope term
signifies colorism in favor of darker-skinned, Black candidates, whereas a positive (γ 10) slope term
signifies colorism in favor of lighter-skinned, Black candidates. Significance of the Level 2
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participant level variables (e.g., SDO-OEQ, SDO-GBD) in predicting the cross level candidate skin
tone X candidate rating interaction term is denoted by subsequent (γ11, γ12…) terms.

The SDO – Colorism relationships (Hypotheses 1 – 4)
Hypotheses 1 – 4 were concerned with studying the mediating influence of skin tone
stereotypes and metaphorical associations on the SDO – colorism relationship for all Black and
White participants. To confirm the necessity of multilevel mediation models in testing these
hypotheses, multilevel regression models were first constructed to verify that candidate skin tone
(either light or dark) was a significant predictor of candidate ratings (résumés, role-plays, salary,
bonus decisions) at Level 1, and that SDO-OEQ and SDO-GBD were significant predictors of
the candidate skin tone X candidate rating interaction term at Level 2. Additional multilevel
mediation analyses would be unwarranted without the existence of both these pre-existing
relationships at Level 1 and 2. Multilevel regression models were therefore constructed in Mplus,
wherein all Level 1 dependent variables of interest (résumé, salary, bonus and role-play
performance) were first regressed on candidate skin tone (dummy coded darker-skinned
candidate = 0; lighter-skinned candidate = 1), before the significant skin tone X candidate rating
interaction term was also regressed on SDO-OEQ and SDO-GBD at Level 2.
However, contrary to Hypotheses 1a-c, 2, 3a-c, and 4, candidate skin tone was not a
significant predictor of preference for either darker- or lighter skinned candidates on résumé, γ10
-0.04, SE = 0.06, p = .49; salary, γ10 = -0.16, SE = 0.13, p = 0.23; bonus, γ10 = -0.07, SE = 0.10, p =
.50, or; role-play, γ10 = 0.01, SE = 0.06, p = .93, ratings at Level 1. Therefore, further multilevel
mediational analyses were not warranted for these hypotheses. Full results for these analyses are
summarized in Tables 13 and 14. To determine whether mediational analyses were warranted to

test Hypotheses 1d and 3d, a logistic regression analysis was employed, wherein SDO-OEQ, and
SDO-GBD where specified as predictors of the binary hiring decision between light- and dark-
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skinned candidates. Contrary to Hypotheses 1d and 3d, neither SDO, B = -.01, Wald χ2(1) = .01,
p = .93; SDO-OEQ, B = -.020, Wald χ2(1) = .98, p = .84 nor; SDO-GBD, B = .00, Wald χ2(1) =
.00, p = .96 were found to be significant predictors of hiring decisions. These non-significant
findings obviated the need for additional multilevel mediational analyses as well.
Effects of Participant Race, Skin Tone Stereotypes and Metaphorical Associations on Colorism
(Hypotheses 5 – 8)
Hypotheses 5a-c, 6 7a-c and 8 posited a moderating effect of race on both the
metaphorical association – colorism relationship and the skin tone stereotypes – colorism
relationships. However, previous tests of Hypotheses 1-4 already showed that there were no
statistically significant colorism effects at Level 1 to be mediated, or moderated at Level 2. As
such, further multilevel tests of Hypotheses 5-8 (that were all predicated on finding a significant
Level 1 colorism effect) were not strictly necessary. However, it is possible that the grouping of
all Black and White participants' candidate data together (as was required for Hypotheses 1-4)
may have obscured the potential Level 1 effect of candidate skin tone on candidate ratings. To
explore this possibility while simultaneously testing Hypotheses 5-8, a series of multilevel
regression models were constructed that separated participant ratings by race. In these models,
candidate ratings were regressed on candidate skin tone (dummy coded 0=dark-skinned; 1=lightskinned) at Level 1 as before, and the candidate skin tone X candidate rating interaction terms
for all dependent variables were regressed on both the metaphorical associations and skin tone
stereotypes at Level 2. However, despite separating participant ratings by race, results indicated
that candidate skin tone was still not a significant predictor of candidate ratings at the within
person level for either Black participants’ résumé, γ10 = -0.09, SE = 0.08, p = .28; salary, γ10 = 0.19, SE - .21, p = .36; bonus, γ10 = -0.03, SE = 0.14, p = .84; or role-play, γ10 = 0.07, SE = 0.08, p =
.40 ratings, nor for White participants’ résumé, γ10 = 0.00, SE = 0.09, p = .99; salary, γ10 = -0.14,
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SE = 0.17, p = .42; bonus, γ10 = -0.10, SE = 0.13 p = .48; or role-play γ10 = -0.05, SE = 0.07, p = .50

ratings (See tables 15 –18 to review the full results). Hypotheses 5d and 7d were both tested by
constructing logistic regressions wherein all participant data was analyzed together as well as
separately by race. When Hypotheses 5d and 7d were tested with the entire Black and White
sample no significant relationships emerged between metaphorical associations and hiring
decisions, or skin tone stereotypes and hiring decisions, all Wald 2 < 0.97, all ps > .33 (see
Table 19 to review detailed results). The same non-significant pattern emerged for the sample of
only Blacks, all Wald 2 < 2.00, all ps > .16. However, in the separate White sample, the
amiability skin tone stereotype was significantly associated with hiring lighter-skinned, Black
candidates, B = .38, odds ratio = 1.47, Wald χ2(1) = 5.33, p = .02 (see Table 20 to review
detailed results for Black and White participant groups). This notwithstanding, Nagelkerke’s
Psuedo r value (r = .03) indicated the overall effect size produced was negligible.
Re-examining important mediators of the SDO – Colorism Relationship (Hypotheses 1-4)
The design of the current study leveraged multilevel analyses to study hypotheses about
the causes of colorism both within and between individuals. Unfortunately, no meaningful within
person differences emerged in the candidate ratings of darker-skinned, compared to lighterskinned candidates at the within person level. As a result, the majority of the study hypotheses
concerning colorism could not be fully tested as originally intended. However, because the study
was first and foremost concerned with uncovering the underlying mechanisms driving the
colorism phenomenon, post hoc mediation analyses were conducted in order to draw some
conservative conclusions regarding the functioning of the colorism process.
To accomplish this, the data were separated into responses from Black and White
participants. Zero-order correlations between all key study variables were then computed. For
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these correlations, dependent variables were also “un-nested” from their multilevel format in
order to interpret the magnitude of preference for light- and dark-skinned targets separately. All
correlations between independent variables (SDO, SDO-OEQ, SDO-GBD), mediators (skin tone
stereotypes, metaphorical associations), and candidate ratings (résumé, salary, bonuses, roleplay, hiring) were computed (see Tables 9 and 10). In line with Barron and Kenny’s (1986) steps
for traditional mediation testing, I looked for significant correlations between each putative
mediator and the independent and dependent variables. Despite the large number of total
significant correlations in both Black and White samples, none met the criteria for mediation
testing within the Black group. However, in the White group, significant or near significant
correlations emerged between SDO-GBD and lighter-skinned candidate résumé scores (r = -.22,
p < .01); between SDO-GBD and white metaphorical associations (r = .21, p <.01); and between
White Metaphorical Associations and lighter-skinned candidate résumé scores (r = .15, p < .06).
Two points deserve mention here. The first is that the negative relationship SDO-GBD and
lighter-skinned candidate résumé scores was unexpected. In the framework proposed by this
study, it was presumed that stronger SDOs would lead to favoring lighter-skinned candidates due
to their higher social standing relative to darker-skinned Blacks (Kerr, 2006). Second, the
correlation between the white metaphorical associations (the mediator) and lighter-skinned
candidate résumé scores (the criterion) was only marginally significant. However, I proceeded
with conducting exploratory mediation analyses to further elucidate the potential role of
metaphorical associations in explaining colorism.
Structural equation mediation models and bootstrapping procedures (with 5,000 bootstrap
draws from the original data) were specified in Mplus to assess whether White metaphorical
associations could fully mediate the SDO-GBD – lighter-skinned candidate résumé score
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relationship. When compared to traditional mediation analyses (Judd & Kenny, 1981; Barron &
Kenny, 1986) leveraging a structural equation measurement framework with mediation has the
dual advantages of testing complex mediation models in a single analysis and providing model
fit information regarding the overall hypothesized model. Bootstrapping procedures also allow
computation of bias corrected 95% confidence intervals (CIs) for testing of indirect and direct
effects (Mackinnon & Lockwood, 2001). In this procedure, CIs omitting zero represent
statistically significant effects (Banyasz, Tokar & Kaut, 2016).
The hypothesized mediation model produced an acceptable fit [χ2 (87) = 183.71,
RMSEA = 0.08, CFI = 0.95, SRMR = 0.04]. In keeping with theory, Whites with higher SDOGBD scores were more likely to endorse positive white metaphorical associations (e.g., “white is
the color of innocence”), B = 0.24, p < .01. Also consistent with theory, endorsement of white
metaphorical associations predicted giving higher scores to lighter-skinned, Black candidates’, B
= 0.15, p = .01. However, SDO-GBD was still a significant predictor of lighter-skinned
candidates’ résumé scores, even after controlling for white metaphorical associations, B = -0.19,
p < .01. Bootstrapping methods were then used to test the significance of the indirect model
effect. The test of the indirect effect of SDO-GBD on lighter-skinned candidates’ résumé scores,
via white metaphorical associations, was significant, B = 0.04, 99% CI [0.001 – 0.135]. While
the negative relationship between SDO-GBD and lighter-skinned candidates’ résumé scores was
unexpected, these results did establish support for the partially mediating effect of White
metaphorical associations on the SDO-GBD – lighter-skinned candidates’ résumé scores
relationship. A visual diagram of the indirect effect and regression coefficients estimated for this
model can be reviewed in Figure 4.
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Re-examining the Interaction of Race, Metaphorical Associations and Skin Tone Stereotypes on
Colorism. (Hypotheses 5-8)
Hypotheses 5a-d, 6, 7a-d and 8 were concerned with assessing race as a moderator of
both the metaphorical association – colorism relationship and the skin tone stereotype – colorism
relationship respectively. Recall that absence of significant Level 1 colorism effects precluded
the use of multilevel methods to probe these hypotheses in a manner that compared scores
assigned to dark vs. light– skinned candidate dyads by a single participant. Therefore, the
dependent variables were disaggregated into separate dark-target and light target outcome
variables. Then multi-group Latent Moderated Structural (LMS) equations were used to reexamine these hypotheses. Using multi-group LMS analyses and bootstrapping, it is possible to
test how categorical variables, such as race (Black or White), moderate the relationship between
metaphorical associations (or skin tone stereotypes) and candidate ratings assigned to either the
lighter- or darker-skinned target (see Figure 5 for a visual example of these multi-group
moderation models). In Mplus, the multi-group LMS procedure is performed by first defining
group membership of subjects in the Black and White groups (using dummy coding) and then
specifying those observed variables that comprise the latent constructs. The same structural
regression model is then specified for both Black and White groups; however, unique Black and
White slopes and intercepts are modeled separately for each group. A simple slope difference
test is then computed to assess whether the Black slope is significantly different from the White
slope and vice versa. Additionally, because intercepts are held equal across groups, this analysis
assumes the latent means of both racial groups can be accurately compared. However, theory put
forth earlier (see Chapters 2 and 4) indicated that metaphorical associations and skin tone
stereotypes may not be perceived the same between both Blacks and Whites. Therefore, tests for
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measurement invariance using those focal constructs possessing the requisite minimum number
of observations needed to produce an identified solution (i.e., Black and White metaphorical
associations, amiability, attractiveness, dark and light-skinned candidate role-play ratings) were
conducted before the primary LMS analyses. These analyses indicated that latent means
associated with metaphorical associations could be reliability compared between Black and
White groups, whereas any similar comparisons involving amiability stereotypes and role-play
ratings warranted serious caution due to these scales inability to achieve scalar invariance 2. All
measurement invariance results are summarized in Tables 21-25.
Recall that Hypothesis 5a-d stipulated that the relationship between metaphorical
associations and colorism would be moderated by race on all résumé, salary, bonus, and hiring
decisions, and that the effect would be greater for Whites than for Blacks. This was based on the
logic that a more subtle and surreptitious process (i.e., metaphorical associations) activated
colorism in Whites. However, multi-group LMS and bootstrapping analyses showed that race
was not a significant moderator of the relationship between Black or White metaphorical
associations and résumé, salary, bonus and hiring ratings as 0 was contained in all 95% CIs, all
Bs < 0.253. Thus, no support was found for Hypotheses 5a-d.

2

Measurement invariance can be established through a successive series of multi-group CFA analyses in which increasingly
stringent equality constraints are imposed on model parameters (Brown, 2006). In this procedure configural invariance is
established by simultaneously estimating the same measurement model in both Black and White groups before assessing overall
model fit. Once confirmed, metric invariance is then assessed by holding factor loadings equal across both groups. If there are no
significant differences in model fit between the configural model and the metric model then this indicates that factor loadings are
invariant, and thus the meaning of the focal construct is the same in both Black and White groups. In the last step, item intercepts
are also held constant across both groups to establish support for scalar invariance. If the model fit of the scalar model is not
significantly different from that of the metric model then this indicates that latent mean score comparisons between both Black
and White groups may also be reliably made. Researchers have traditionally used significant differences in the χ 2 between
configural, metric and scalar models to assess levels of measurement invariance. However, because this study opted to specify
CFI, RMSEA and SRMR as primary fit indices, significant changes in the CFI index were used instead, to assess significant
changes in model fit between invariance models. Previous Monte Carlo simulations by Chueng and Rensvold (2002) have shown
that changes in the ∆CFI < .01 indicate that the null hypothesis of measurement invariance should not be rejected.
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Hypothesis 6 posited that the relationship between metaphorical associations and
colorism in ratings of role-play performance would be moderated by race, such that the
relationship would be stronger for Whites than for Blacks. However, LMS analyses showed that
only one significant moderation effect emerged relative to the effect of race on the relationship
between Black metaphorical associations and darker-skinned candidate role-play ratings. While
fit for this model was acceptable [χ2 (300) = 501.05, RMSEA = 0.07, CFI = 0.95, SRMR =
0.06], in contradiction to Hypothesis 6, the path coefficient between Black metaphorical
associations and darker-skinned role-play ratings was significant for Blacks, B = 0.06, 99%CI
[0.021 to 0.097], rather than Whites, B = -0.03, 95%CI [-0.064 to 0.001]. Therefore, support was
also not found for Hypothesis 6 (review Figure 6 for a diagram of moderation path coefficients
and latent means associated with this model).
Hypothesis 7a-d stipulated that the relationship between skin tone stereotypes and
colorism would be moderated by race on all 7a) résumé, 7b) salary, 7c) bonus and 7d) hiring
decisions, such that the relationship would be stronger for Black, rather than White participants.
This was due to the fact that prior literature indicated Blacks had more familiarity with skin tone
stereotypes (that generally portray lighter-skinned Blacks more positively than darker-skinned
Blacks) than Whites. However LMS analyses provided only mixed evidence in support of
hypothesis 7a. For the amiability stereotype, LMS analyses showed that the path coefficient
between the amiability stereotype and résumé scores assigned to lighter-skinned candidates was
positive and significant for Whites, B = 0.08 99%, CI [0.23 to 0.137], [χ2 (36) = 50.125, RMSEA
= 0.05, CFI = 0.99, SRMR = 0.24], while the analogous path coefficient between the amiability
stereotype and darker-skinned résumé scores was negative and significant for Whites as well, B
= -0.02 99%, CI [0.105 to 0.147], [χ2 (36) = 59.80, RMSEA = 0.07, CFI = 0.98, SRMR = 0.24].
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This was in contrast to the findings for Blacks that showed that while the path coefficient
between amiability and darker-skinned résumé scores was significant for Blacks, B = -0.003
99%, CI [-0.064 to -0.046], the analogous path coefficient between the amiability stereotype and
résumé scores assigned to lighter-skinned candidate was not significant, B = -0.02 95%, CI [0.056 to 0.001] (review Figure 7 for a diagram of moderation path coefficients and latent means
associated with this model). In sum, while the amiability results did provide conservative
evidence for a general “colorism effect” on the part of Whites, rather than Blacks (i.e., favoring
lighter-skin tones, while simultaneously disfavoring darker ones) the broader pattern of findings
was not supportive of Hypothesis 7a, that predicted stronger skin tone stereotyping for Blacks,
rather than Whites.
The remaining exploratory analyses relative to the attractiveness and professional
competence stereotypes (that generally portrayed lighter-skinned Blacks as more attractive and
professional than darker-skinned Blacks) and résumé scores, yielded mixed evidence in support
of Hypothesis 7a. This is because, these results showed a significant and positive path coefficient
between the attractiveness stereotype and résumé scores assigned to lighter-skinned candidates
by Blacks, B = 0.10 99%, CI [0.004 to 0.272], but not Whites, B = 0.08 95%, CI [-0.025 to
0.161], [χ2 (24) = 42.35, RMSEA = 0.07, CFI = 0.98, SRMR = 0.128]. However, the results
also showed that there was a significant and positive path coefficient between the professional
competence stereotype and résumé scores ratings assigned to lighter-skinned candidates by
Whites, B = 0.03 99%, CI [0.044 to 0.049], [χ2 (24) = 24.21, RMSEA = 0.01, CFI = 1.00, SRMR
= 0.13], and that the same path coefficient for Blacks was significant, but negative B = -0.10
99% CI [-0.172 to -0.119] (results are not displayed in a diagram). Taken altogether, the
moderation results for all three skin tone stereotypes and résumé ratings appear to provide only
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mixed to unsupportive evidence for Hypothesis 7a, as skin tone stereotypes were activated in
both the Black and White groups, instead of just the Black group.
Hypothesis 7b related to salary awards and stipulated that, because of greater cultural
familiarity, all three skin tone stereotypes would be more strongly activated in service of
colorism for Blacks and not Whites. However, LMS analyses for the lighter-skinned candidate
salary measure evinced findings that were contrary to this prediction. In specific, the path
coefficient between the attractiveness skin tone stereotype and lighter-skinned candidate salary
ratings was positive and significant for the White, B = 0.25, 99%CI [0.007 to 0.488], but not the
Black participant group, B = 0.08, 95%CI [-0.254 to 0.325], [χ2 (9) = 23.51, RMSEA = 0.10,
CFI = 0.96, SRMR = 0.08]. Similarly, the path coefficient between the amiability skin tone
stereotype and the lighter-skinned candidate salary rating was again also positive and significant
for White participants, B = 0.29, 99% CI [0.055 to 0.523], but not Black participants, B = 0.07,
95% CI [-0.189 to 0.324], [χ2 (17) = 25.683, RMSEA = 0.06, CFI = 0.99, SRMR = 0.09] (see
Figure 8 for a diagram of all moderation path coefficients and latent means relative to lighterskinned candidate salary ratings). In sum, this pattern of results was in direct contradiction to
Hypothesis 7b, that stipulated skin tone stereotypes would be consistently and more strongly
activated in the Black, rather than White participant groups. Additionally, because the White and
Black groups yielded no significant findings relative to the darker-skinned candidate salary scale,
the final results of these analyses seemed to be more indicative of a “skin tone bias effect"
favoring lighter skin tones, rather than “colorism effect” favoring lighter skin tones at the
expense of darker ones.
Only one finding emerged in exploratory LMS analyses relative to Hypothesis 7c (the
bonus scale). In specific, this result showed that the relationship between the amiability skin tone
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stereotype and lighter- skinned candidate bonus scores was positive and significant for Blacks, B
= 0.18 95%, CI [0.051 to 0.315], but not Whites B = 0.04 95%, CI [-0.092 to 0.156], [χ2 (17) =
27.339, RMSEA = 0.06, CFI = 0.99, SRMR = 0.07] (results are not displayed in a diagram). This
finding lent some conservative support to Hypothesis 7c that predicted that skin tone stereotypes
would be more strongly activated in Blacks, rather than Whites. However, because no other
significant findings emerged relative to the bonus measure, this result could not be considered in
tandem with bonus rating results for the darker-skinned candidate.
Hypothesis 7d offered a separate and more conclusive test of colorism via the binary
hiring measure. Recall that this task required participants to review the résumés of the dark- and
light-skinned candidate before hiring only one candidate over the other. Similar to the previous
hypotheses, Hypothesis 7d also predicted that skin tone stereotypes would be more strongly
activated by Blacks, instead of Whites. Execution of this analysis required using observed
(instead of latent) variables in tandem with a weighted least mean square variance (WLMSV)
estimator and theta parametrization. According to Muthen and Muthen (2018), the χ2 static and
SRMR are not available in Mplus when the WLMSV estimator is employed. Results indicated
that regressing the binary hiring decision separately on the professional competence and
attractiveness skin tone stereotypes yielded no significant findings as 0 was contained in both
95% confidence intervals, all Bs < -0.22. However, final results for the amiability model showed
that endorsing the amiability skin tone stereotype was positively associated with selecting the
lighter skinned-candidate (dummy coded = 1) over the darker-skinned candidate (dummy coded
= 0) for Whites, B = 0.13 95%, CI [0.006 to 0.252], but not Blacks, B = -0.05, 95% CI [-0.199 to
0.089], [RMSEA = 0.00, CFI = 1.00, WRMR = 0.00]. Thus, while the binary selection task
yielded evidence in support of a general colorism effect favoring fairer-skinned candidates, this
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specific effect was in contradiction to Hypothesis 7d, which predicted that skin tone stereotypes
would be more strongly activated by membership in the Black, rather than the White group (see
Figure 9 for a diagram of all the amiability on hiring decisions model findings).
To test Hypothesis 8, a final set of LMS models were constructed to assess whether
Black, rather than White group membership was a stronger moderator of the relationship
between skin tone stereotypes and colorism in role-play ratings. In contradiction to this
hypothesis, 0 was contained in all 95% CIs, all Bs < .09 and thus no support was found for
Hypothesis 8.
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Chapter 9: Discussion
A number of biographical accounts (Kerr, 2006), clinical studies (Klonoff & Landrine,
2000) and socio-economic reviews (Hill, 2000; Rueter, 1918 Hughes & Hertel, 1990) have
substantiated that colorism and skin tone bias have been features of America society since at
least the 18th century. Collectively, this diverse body of research has documented personal
experiences of Blacks affected by colorism, evinced the deleterious health effects of added
discrimination via colorism, and uncovered the generational advantages that lighter, rather than
darker skin tone, has conferred upon Blacks in educational, occupational and criminal justice
domains (Goldsmith, Hamilton & Darity, 2006; Keith & Herring, 1991; Viglione, Hannon, &
DeFina, 2011).
In more recent times, social scientists have also sought to study and replicate skin tone
bias effects in various experimental and laboratory settings. For example, some research has
shown that Whites are more likely to hire lighter-skinned Blacks with less experience and
education over darker-skinned Blacks with more schooling and better professional credentials
(Harrison & Thomas, 2009). Other research has shown that mere textual descriptions of job
candidates’ skin tone is sufficient to engender discrimination against Blacks with darker
complexions in résumé evaluation tasks (Wade et al., 2009). However, fMRI research regarding
threat-related amygdala activation has borne mixed findings indicating that Blacks of both light
and dark complexions elicit equivalent threat responses in Whites (Ronquilo et al., 2007). Thus,
while the phenomenon of skin tone bias has been probed and replicated in a variety of disciplines
and experimental research settings, much less is known about the psychological functioning of
colorism, which simultaneously confers advantage upon lighter skin tones and disadvantage
upon darker ones. Furthermore, while there exists previous research suggesting that skin tone
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stereotypes are prevalent in Black communities and therefore may be a primary mechanism
through which colorism works (Parrish, 1946; Wilder, 2010), there is a paucity of published
research investigating how Whites perceive skin tone stereotypes. Longstanding perspectives
from industrial and organizational psychology also cast doubt onto the utility and ecological
validity of most all such stereotyping studies (Landy, 2008; Landy et al., 1976).
Thus, in the current study I sought to elucidate the psychological machinations of
colorism by incorporating existing skin tone stereotyping research with group-based dominance
perspectives from SDT and metaphorical association research. I tested hypotheses that stipulated
that skin tone stereotypes and metaphorical associations would serve as key mediators in the
relationship between SDO and colorism. I also hypothesized that the relationships between
metaphorical associations and colorism, as well as the relationships between skin tone
stereotypes and colorism would be moderated by race.
To test all of these propositions, I recruited a sample of working Black and White adults
to complete a business simulation which required them to review and rate the résumé
qualifications of two job applicants who varied in light and dark skin tone. Participants were then
required to listen to and score two audio recorded customer service role-play interactions
involving two different Black targets who also varied in light and dark skin tone. After the
business simulation, participants completed an ostensibly unrelated study which assessed the
focal constructs of SDO, skin tone stereotypes and metaphorical associations.
In the sections that follow, I summarize the results of the study and exploratory analyses
before discussing the primary theoretical and practical implications of the study’s findings. In
closing, I explain the limitations of the present study as well as possibilities for future research.
Review and Interpretation of Results
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Overall support for the majority of the original hypotheses was not found. This study
construed colorism as significant differences in within-person scores assigned to darker- vs.
lighter-skinned targets. However, with the exception of the forced binary hiring task, the results
yielded no significant colorism effects in any dyadic darker- vs. lighter-skinned candidate ratings
for either the Black or White participant groups. The study’s primary mediation and moderation
hypotheses were predicated on detecting this colorism effect, and thus a discussion of possible
explanations for the null colorism findings is warranted.
Why were few colorism effects observed?
One reason for null colorism findings is that the current study may have adopted a
definition and methodological operationalization of colorism that was too stringent. Recall that
this study conceptualized colorism as significant differences in the scores assigned to different
darker- vs. lighter-skinned candidates (i.e., a difference score). However, the majority of
previous colorism studies conducted in the social sciences have tested colorism in a between
subjects fashion, wherein separate groups of participants judged only one individual candidate
displaying either light or dark skin tone (e.g., Thomas & Harrison, 2009; Wade et al., 2004). In
these previous between-subjects research studies, significant differences in the scores assigned to
the light-skinned version of the candidate and the dark-skinned version of that same candidate,
by participants in a different group, were taken as evidence in support of colorism. Therefore, it
might be more accurate to consider between subjects findings such as those as being more
supportive of “skin tone bias” in favor of one skin tone, rather than as strong evidence of
colorism, wherein one candidate displaying light skin tone is directly compared to and favored
over a different candidate displaying darker skin tone. While both of the previously described
research designs are defensible, a multi-level, within subjects design involving two different

Colorism and Ratings

81

targets certainly increases ecological validity, while also raising measurement and
methodological difficulty associated with finding significant effects. In regards to measurement,
previous research has evinced that multilevel analyses, such as those leveraged in this study,
typically suffer from range restriction issues associated with participants’ limited utilization of
response scale options (Kuhlemeier & Hemker, 2013; Landy & Farr, 1980). In regards to
methodological issues, it is also possible that subjects’ suspicions regarding salient differences
in the two target candidates may be heightened in a within subjects paradigm and therefore cause
participants to make special effort to avoid any appearance of bias by rating targets equally,
regardless of their true opinions of the targets’ performance.
Another potential reason for the lack of significant colorism findings may lie in the
general disposition of the current sample towards prejudiced attitudes. Recall that I proposed that
because SDO reflects a desire for the maintenance of hierarchy, broadly construed across many
socially relevant criteria (Pratto, Sidanius, & Levin, 2006), endorsement of SDO should also
drive individuals to discriminate according to intra-racial skin tone hierarchies (i.e., colorism).
Indeed, this same effect was found in Marira and Sommers’ (2014) previous study. However,
upon revisiting these data, an independent samples t-test revealed that there were significant
mean differences in SDO between Marira and Sommers’ (2014) previous Black sample
(M=2.70, SD= 1.24), and the present Black participant sample (M=2.10, SD=1.04); t(274) =
4.286, p = .00, d = .52. A closer examination of SDO levels from the previous study sample
revealed a bimodal SDO distribution composed of distinct high and low SDO groups, whereas
Blacks’ SDO, SDO-GBD, and SDO-OEQ scores in the present study clustered below the
midpoint of the SDO scale, showing positive skews of 1.049 (SE = 0.20), 1.29 (SE = 0.20), and
1.35 (SE = 0.20) respectively. In Mplus, maximum likelihood estimators are generally robust to
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data manifesting skewness values under 2 (Ryu, 2011). This fact notwithstanding, it is possible
that because SDO has been positively correlated to a host of other biases including zero-sum
competition, modern racism, old-fashioned racism, and anti-black racism (Ho et al., 2015; Pratto
& Sidanius), that Blacks possessing significantly lower SDO drives were less prejudiced in
general, and thus less likely to discriminate on any grounds including skin tone. Given that the
mean SDO score for Whites (M= 2.39, SD= 1.18) in this study was also more than .5 point lower
than has been found in previous studies (e.g., Jost & Thompson, 1999; Ho et al., 2015), this same
explanation may in part also account for the absence of colorism effects in the majority of darkvs. light-skinned ratings made by Whites’ as well.
Different measurement issues may also account for the null skin tone stereotyping –
colorism findings (Hypothesis 7a-d). Recall that Bosco and colleagues (2015) have established
that intentions, attitudes and behaviors generate effect sizes of varying magnitude within the
organizational sciences. The present study measured only knowledge and awareness of skin tone
stereotypes, not endorsement of them per se. Thus, it can be reasonably argued that strong
endorsement of skin tone stereotypes should generate stronger colorism effects than only
knowledge of stereotypes as was assessed in the current study. That is to say, Whites responding
to skin tone stereotype measures may have be reporting on their naïve assumptions about the
meaning of skin tone in Black communities vs. their actual beliefs or attitudes regarding the
meaning of skin tone stereotypes among Blacks. Thus, it stands to reason that mere awareness of
skin tone stereotypes may have been more likely to generate null findings, or weaker skin tone
bias effects, rather than stronger colorism effects. In the case of Blacks, who were more likely to
endorse skin tone stereotype scores than Whites, the majority of null findings colorism may be
better explained by an ingroup heterogeneity effect. Put differently, while Blacks are generally
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more aware of skin tone stereotypes than are Whites, their accumulated and much more frequent
life experiences with Blacks of varying skin tones may provide sufficient data to prevent them
from using skin tone stereotypes mechanistically against ingroup members.
Another possibility is that the length of the role-play stimuli may have greatly attenuated
any potential colorism effects. Participants spent an average of six minutes listening to each of
the two role-play simulations. Thus, as has been found previously, prolonged exposure to roleplay stimuli may have supplied participants with a sufficient amount of individuating
information regarding targets to washout any potential colorism effects (Kunda & ShermanWilliams, 1993). This may especially have been the case among Blacks who were racial
ingroups relative to all Black targets.
Inclusion of distractors may have also played a role in diminishing colorism effects. For
example, one distractor activity tasked participants with writing a response regarding how they
would deal with an alleged case of sexual harassment. This distractor was intended to keep
participants engaged and immersed in the simulation. However, the sensitive and diversityrelated nature of the task may have raised some participants concerns about appearing
prejudiced. Thus, a perception management strategy for these participants may have involved
rating all candidates similarly.
A final explanation for the null colorism findings may have do with participants’
subjective perceptions of the skin tone manipulation employed. Whites may have actually
viewed the darker- and lighter skinned targets similarly regardless of their different skin tones –
a sort of outgroup homogeneity effect (Haslam, Oakes, Turner & McGarty, 1995). This
possibility cannot be answered conclusively because participants’ opinions about the lightness
and darkness of various skin tones was not assessed during the pilot (candidate photos were
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displayed in grey scale because skin tone itself has been shown to be correlated with other
features, such as attractiveness and aggressiveness for which the pilot was screening). However,
Ronquilo’s (2007) fMRI study demonstrating that both darker- and lighter-skinned Black faces
elicited equivalent levels of threat-related amygdala responses in Whites, gives some measure of
credence to the possibility that Whites may have viewed the dark- and light-skinned targets as
very similar. Additionally, in the framework of Maddox and Gray’s (2002) racial phenotypicality
bias, if some Whites found the facial characteristics of both Black targets to be equally
prototypical of Black racial group membership, then they may have also perceived and rated
them in equivalent terms, rather than delineating further on the basis of skin tone. For Blacks,
research by Marks (1943) provides a more plausible explanation of the null colorism findings.
Marks found that Black’s opinions of others’ skin tones is situational and may be anchored to
available comparators. Put differently, Black subjects who were darker than both of the study
targets may have viewed both applicants as “light-skinned” relative to themselves, whereas
Blacks who were lighter than all study targets may viewed the both the targets as “darkskinned”. The study procedure did not prompt participants to rate their own skin tones at the end
of the study so this possibility could not be accounted for.
Which variables explained the SDO-colorism and SDO- skin tone bias links?
Despite the lack of findings regarding colorism, exploratory analyses did yield some
interesting findings regarding skin tone bias. For these analyses I was interested in determining
whether SDO could predict skin tone bias in favor of, or against a single light- or dark-skinned
candidate in the Black or White participant group. I was also interested to learn whether the bias
for or against the single candidate could be mediated by either metaphorical associations or skin
tone stereotypes.
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For Black participants, the observed relationships between the focal variables did not
warrant pursuing additional mediation tests. However, in the White sample results showed that
SDO-GBD (a desire for group-based dominance) was associated with lower résumé ratings of
only lighter-skinned targets, and this effect was partially mediated by the tendency to associate
positive terms, such as “purity,” with the color white (i.e., white metaphorical associations).
While, I had expected metaphorical associations to mediate the relationship between SDO-GBD
and White participants’ ratings of African American targets, I had presumed that stronger SDOGBD drives would motivate Whites to favor, rather than disfavor lighter-skinned candidates.
This presumption was based on previous literature indicating that Whites should apportion less
discrimination towards those fairer-skinned Blacks occupying higher status positions due to their
lighter complexions (Hill, 2000). To probe this issue further I re-examined the direction of all 16
correlations between both subfactors of SDO and all light- and dark-target dependent variables
(i.e., light- and dark-target résumé, role-plays, salaries and bonuses). I did this for both Blacks
participants and White participants. This review revealed that the sign of the SDO – light target
and SDO – dark target relationships was negative in 14 out 16 of cases for both Black and White
participants. While not all of these correlations were significant, their negative pattern does
suggest that both Black and White subjects with higher SDO scores may have seen Black targets
varying in skin tone as members of the same subordinate group and summarily rated them lower,
regardless of their skin tone. As stated earlier, this possibility fits with Ronquilo (2007) and
colleagues’ fMRI studies that found Whites displayed similar amygdala-related threat responses
to darker- and lighter-skinned Black targets. While I believed participants with stronger SDO
drives would have a “keen eye” for discrimination, enabling them to delineate between shades of
skin tone in order to differentially assign harsher penalties to darker, rather than lighter skin
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tones, extant SDT could also justify a generalized anti-Black bias for all subordinate Blacks,
irrespective of skin tone. Certainly the preponderance of SDT research has shown SDO to be
negatively associated with any pro-black attitudes or social policies (Prato e.t al., 2000; Prato et
al., 1994; Sidanius & Prato, 2006).
In summary, exploratory mediation analyses showed that White metaphorical
associations did partially mediate relationships between types of SDO-GBD and résumé scores
assigned to lighter -skinned targets. However, contrary to expectations SDO-GBD was related to
assigning lighter-skinned Blacks lower, rather than higher résumé scores. Examining the general
pattern of correlations between SDO-GBD, SDO-OEQ and all types of light- and dark-target
ratings also indicated that SDO may hold more utility in predicting generalized anti-Black
discrimination, rather than skin tone bias or colorism. However, this possibility cannot be
substantiated with any certainty given that White targets were not included in the study.
How did Blacks and Whites utilize skin tone stereotypes?
The exploratory analyses also produced a number of significant moderation findings
relative to Whites and Blacks. In the White sample, the most important of these findings evinced
that the amiability skin tone stereotype was a significant predictor of the tendency to select the
lighter- over the darker-skinned candidate in binary hiring decisions. This finding is especially
interesting given that the existing corpus of skin tone stereotyping research has focused much
attention on elucidating the content of skin tone stereotypes in Black, rather than White groups
(Marks, 1943; Parrish, 1963, Wilder, 2010; Russell, Wilson Hall, 1992). That said, the dearth of
research examining Whites’ knowledge, or perceptions of Black intra-racial skin tone stereotypes
is not dispositive evidence proving that Whites’ are completely ignorant of intraracial skin tone
stereotypes. Race also had moderating effects on the relationship between amiability and résumé
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scores. Although these results involved two separate sets of analyses, they were made more
compelling by the fact that Whites who expressed knowledge of amiability skin tone stereotypes
awarded lower scores to darker-skinned Blacks and higher scores to lighter-skinned Blacks.
Furthermore, both sets of findings vis-à-vis amiability stereotypes on the hiring and resume
rating tasks do align with a number of research findings indicating that perceived friendliness
and likability of candidates is positively correlated with more favorable evaluator ratings
(Schmitt, Pulakos, Nason & Whintey, 1996; Pollack & Feldman, 2002). In regards to the salary
measures, the results also evinced a consistent pattern wherein Whites, rather than Blacks
employed skin tone stereotypes in favor of lighter-skinned targets. In specific, knowledge of
attractiveness and amiability skin tone stereotypes were all related to awarding higher salaries to
light skinned candidates for White, rather than Black participants. It is worth noting that these
findings align with previous longitudinal and socio-economic studies demonstrating that lighterskinned Blacks have attained significantly higher occupational standing and incomes in America
compared to darker-skinned Blacks, and this difference is more than can be accounted for by the
impact of education and passing on of generational wealth between families (Hill, 2000; Hughes
& Hertel, 1990; Keith & Herring, 1991).
Findings from exploratory analyses with the Black group were less consistent than in the
White group. For example, Blacks’ knowledge of the attractiveness skin tone stereotype was
related to assigning higher résumé scores to lighter-skinned Black applicants. Knowledge of the
amiability stereotype also predicted higher bonus scores awarded to lighter-skinned Blacks as
well. However, this preference was reversed for the professional competence stereotype, such
that knowledge of this stereotype predicted conferring lower résumé scores to lighter-skinned
candidates. These mixed findings suggest that as Parish (1963) and Wilder (2010) suggested,
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Blacks may ascribe more nuanced meaning to different skin tone stereotypes that are more
complex than light-positive, dark-negative.
Summary and integration of findings with previous research.
In summary, the present study endeavored to understand the causal mechanisms
explaining colorism in assessor ratings, as well as the effect of race in moderating the
relationships between skin tone stereotypes, metaphorical associations and colorism. However,
none of the original hypotheses regarding colorism were borne out. Therefore, the outcome
variables were disaggregated from there nested format in order to better facilitate exploratory
hypotheses regarding the key mediators and moderators of skin tone bias for and against
individual light- and dark-skinned African American targets. In the White participant sample,
these analyses showed that a stronger desire for group based dominance (i.e., SDO-GBD) was
associated with assigning lower résumé scores to lighter-skinned candidates, and that this
relationship was partially mediated by white metaphorical associations (e.g., “white is the color
purity”). Additional exploratory analyses in the White group also showed that, knowledge of the
amiability skin tone stereotype (that portrayed lighter-skinned Blacks as friendlier than darkerskinned Blacks) was related to hiring lighter- over darker-skinned candidates and assigning
higher résumé scores to lighter-skinned targets, and lower résumé scores to darker-skinned
targets. Whites’ knowledge of attractiveness and amiability skin tone stereotypes were all also
associated with awarding higher salaries to lighter-skinned participants.
Results relative to Black participants were less consistent. These results revealed that
lower endorsement of pejorative Black metaphorical associations (e.g., “black is the color
death”) was related to assigning higher role-play scores to darker-skinned targets. Additionally,
whereas Blacks’ greater knowledge of attractiveness stereotypes was related to assigning lighter-
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skinned Blacks more positive résumé scores, their greater knowledge of professional competence
skin tone stereotypes was associated with assigning lighter-skinned Blacks more negative résumé
scores. Awareness of amiability stereotypes also predicted Blacks’ tendency to award higher
bonuses to lighter-skinned Blacks.
On the whole, this study’s exploratory analyses found that Whites’ general preference for
favoring lighter-skinned African Americans in résumé ratings, salary awards and hiring decisions
was in line with previous historical and socioeconomic research showing that White outgroups
generally confer greater advantage upon lighter-skinned, rather than darker-skinned Blacks
(Keith & Herring 1991; Ruter,1918, Uzogara, 2014). However, the unexpected findings showing
that skin tone stereotypes are often implicated in skin tone bias involving Whites and Blacks is
less consistent with extant literature that has documented the intimate lexical knowledge and
cultural familiarity that Blacks, rather than Whites retain around skin tone color notions and their
meaning in the Black community (Parrish, 1946; Wilder 2010). The absence of colorism effects
in dyadic comparisons of light vs. dark targets was also in contrast to previous findings by
Marira and Sommer (2014). Therefore, future studies should consider investigating what factors
are sufficient to engender skin tone bias vs. colorism and also clarify the utility of lesser known
constructs, such as, skin tone stereotypes and metaphorical associations in promulgating skin
tone based discrimination in the workplace.
Limitations and Future Directions
There are several limitations and suggestions for future studies associated with the
present research. Among these are the demographics of the adult sample recruited for this study.
Descriptive statistics indicated that the White sample had on average lower SDO scores than has
been found in previous samples recruited by this author and other SDT researchers (e.g., Ho et
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al., 2015). Given that SDO has been successfully correlated to a panoply of prejudiced ideologies
and behaviors, it is possible that this sample was somewhat less prone to discrimination in
general, than other high SDO groups may have been. Unfortunately, this possibility could not be
explored in the present study as there were no other measures of prejudice to correlate to SDO.
Therefore, future research efforts might improve on this study by including a broader array of
individual difference variables that have been linked to discriminatory behavior, or other scales
that measure the motivation to control prejudice (Fehr, Sassenberg & Jonas, 2012).
A second limitation of this study was the exclusion of White and Black female targets.
While limiting targets to dark- and light skinned Black males greatly simplified the study design
and complexity of analyses, the omission of White and female targets reduced the
generalizability of the study to only Black male targets. Future studies incorporating male and
female targets may be able to clarify issues regarding the predictive utility of the double and
triple jeopardy hypotheses vs SDT’s Subordinate Male Target Hypothesis (SMTH). For
example, colorism researchers have long theorized that attractiveness skin tone stereotypes
induce more discrimination against women than men, due to gendered expectations intrinsic to
patriarchy (Russell, Wilson, & Hall, 1992). However SDT’s SMTH proposes that subordinate
men, rather than subordinate women should be receivers of the greatest amount of discrimination
because men, regardless of subordinate status, leverage power from patriarchy and thus
constitute a more existential threat to existing and unfair social hierarchies, than do subordinate
women (Sidanius & Prato, 1999). Studies including targets from different races genders should
be able to test and elucidate these issues.
A third limitation lies in the contrived nature of the study that asked subjects to play the
role of a manager in an organization. While creating life-like business scenarios and facsimiles
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of workplace evaluation materials may have helped attenuate some demand characteristics, these
materials alone cannot completely eliminate them. Additionally, Landy (2008) has argued that
using static stimuli in laboratory settings limits the generalizability of stereotyping studies. In
the very early stages of this research, I considered increasing the realism of the experiment by
using actors and cosmetics in order to have participants interact in person with light- and darkskinned actors. This would likely have increased realism in the study by making the task more
immersive. Indeed, research from neuroscience has found that individuals are more engaged and
thus elicit stronger physiological responses to live vs. static experimental stimuli (Demasio,
1996). However, practical constraints limited the feasibility of these options and so the study was
delivered online and relied on stimuli that were either static (résumé and photographs) or
auditory (telephone voice recording). Therefore, new research studies might endeavor to
replicate and build upon the findings uncovered here by leveraging even more immersive
materials and live situations that are more likely to reduce demand characteristics associated with
fictionalized hiring scenarios.
A fourth limitation of the study has to do with the scales used. At the time the study was
conducted, no validated scales measuring the focal constructs of metaphorical associations and
skin tone stereotypes existed. Therefore, I had to create original measures for this study.
Ultimately, I found that while I was able to use CFA analyses to arrive at a final set of items and
measures that met traditional CFA thresholds, the results of additional testing for measurement
invariance (on those scales with enough items for invariance testing) indicated that only the
metaphorical association scales achieved scalar invariance allowing for comparison of latent
means between Black and White samples. Thus, while significant Black-White differences were
found in simple slope analyses, any comparison of latent means between Black and White
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groups on the attractiveness and amiability skin tone stereotype scales and dependent variable
scales should be made cautiously, if at all. That said, it is worth noting that after my study was
completed, Harvey, Tennial, and Banks (2017) published a validated colorism scale measuring
Blacks’ endorsement of intraracial colorism as it relates to Blacks’ self-concept (belief that skin
tone is an important part of one’s identity), impression formation (the tendency to form opinions
of others based on their skin tone), social affiliations (preference for friends of a certain skin
tone), attractiveness beliefs (belief that some skin tones are more attractive than others), and
upward mobility assumptions (beliefs regarding the socio-economic advantage skin tone confers
upon some Blacks). Given that their scale demonstrated acceptable factor structure and
reliability, future studies should use this scale in order to assess its utility in research and
business simulations such as this one.
A fifth limitation of the study entails the perception of skin tone colors. Because this
study was delivered online, it is possible that the color setting used by individuals on their
personal computers may have altered the hue of skin tones they observed on Black targets. There
is no reasonable way to instruct participants to adopt uniform color settings (that does not elevate
demand characteristics in doing so) other than having participants complete the study in a
controlled laboratory setting. A related issue has to do with how Blacks perceive target skin
tones relative to their own. Social Identity Theory (Tajfel & Turner, 1986) maintains that people
draw their own sense of self-worth from interpersonal and intergroup comparisons. Therefore, as
Marks (1943) found with Black college students, it is possible that Blacks’ opinions of skin tone
stereotypes and evaluations of targets may have been materially affected by how they
consciously (or unconsciously) perceived their own skin tone relative to the targets included in
this study. Given the complexity of these two issues, future experiments should consider
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enhancing perceived skin tone differences between photograph stimuli, as well as instructing
participants to evaluate their own skin tone following the study. Future studies might also
conduct interview research with Blacks to understand how their appraisal of their own skin tone
materially affects their perceptions of other Black targets’ skin tones.
Finally, because the majority of significant findings contained in this study were obtained
in the exploratory analysis phase of the study, it is also important to consider limitations
associated with all exploratory analyses. A primary danger is that researchers may hap upon
counter-intuitive findings and construct even more elaborate or improbable theories to explain
these findings (Mazzola & Deuling, 2013). In the present study, this possibility was reduced by
retaining the primary predictions posited by the original hypotheses even after the data was
reformatted for exploratory analyses. That said, the running of additional analysis likely resulted
in some inflation of Type 1 error.
Theoretical Implications
The above limitations notwithstanding, there are several important contributions made to
theory by the present study. One of the most noteworthy is this study’s novel conceptual
framework that sought to use metaphorical associations and skin tone stereotypes in explaining
the relationship between SDO and various types of skin tone bias and colorism. To this author’s
knowledge, no other studies have tested, nor evinced significant findings using this combination
of theoretical interrelations and precepts.
The observation that Whites possessed knowledge of, and employed all three types of
skin tone stereotypes in making workplace decisions related to résumé evaluations, salaries
awards, and hiring decisions is also important. While the phenomenon of colorism is beginning
to enter the public discourse writ large, it is still much more widely discussed in Black than in
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White communities. These findings highlight the importance of continuing to probe into
different groups’ cross-cultural understanding of phenomena such as skin tone stereotypes. In the
case of Whites, it will be crucial to understand whether ratings of skin tone stereotypes reflect
actual prejudicial biases, learned knowledge, or naive assumptions.
A third important theoretical contribution has to do with the unique relationship of SDOGBD and SDO-OEQ to skin tone stereotypes in Black and White samples. A review of these
correlations showed that both SDO types were positively and significantly related to skin tone
stereotype scores for Blacks. However, the same review also showed there were no significant
relationships between any SDO types and skin tone stereotypes for Whites. This finding is
especially interesting given that stereotype scores were much more strongly related to skin tone
bias for Whites, rather than Blacks. The aforementioned correlations may suggest that Blacks
who employ skin tone stereotypes in decision making may do so out of animus, whereas for
Whites, the role of skin tone stereotypes in discriminating may actually be related to naïve color
notions, or some other still yet unknown factors.
Practical Implications
There are also several practical implications of the study. I found evidence indicating that
lighter-skinned Blacks were advantaged in salary awards, whereas darker-skinned Blacks were
neither advantaged, nor disadvantaged. These findings are very much in line with longitudinal
research showing lighter-skinned Blacks have historically attained more prestigious jobs and
earned higher salaries in comparison to equally qualified and darker-skinned Blacks (Hughes and
Hertel, 1990). Thus, the preference to award high salaries to fairer-skinned Blacks in the present
study indicates that the psychological mechanisms that perpetuated these salary discrepancies for
much of the 20th century are likely still in effect in today. Given renewed attention to the gender
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wage gap and recent legislation that has banned new employers from asking for or using
employees’ old salary history to determine new salary at a different jobs (Calfas, 2017), the
present findings highlight skin tone bias as a phenomenon that may still perpetuate salary
discrepancies between Blacks of different skin tones even after gender and salary history issues
are accounted for. As demonstrated in the present study, factors such as skin tone stereotypes
may perpetuate pay inequities by “lifting” salary awards of lighter-skinned Blacks even while
salaries of darker-skinned Blacks are not explicitly depressed.
Another practical implication has to do with professional networking sites, such as
LinkedIn. Recruiters and talent acquisition personnel are the “gatekeepers” to many
organizations and often services, such as, LinkedIn to source and evaluate potential candidates.
These websites allow employers to peruse the professional accomplishments, qualifications, and
photographs of job applicants with much more speed than was possible when mailing paperbased résumés was the more common practice. The findings in the present study showing that
Whites awarded high résumé evaluations to lighter-skinned Blacks as a function of skin tone
stereotypes underscores the potential for the same sort of discrimination to be perpetuated by
recruiters and hiring managers via these professional networking websites.
Finally, this study also holds implications for affinity recruiting programs that have been
employed by many large corporations in recent times. These programs seek to cultivate a more
diverse pipeline of candidates for organizations by making special outreach efforts to minority
institutions such as Historically Black Colleges and Universities (HBCUs). The current study’s
findings show that Whites may hold naïve conceptions or active prejudicial beliefs about the
meaning of skin tone among Blacks. Therefore, broader representation of topics such as subtle
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bias or intragroup discrimination in diversity and inclusion program curriculums may help to
ameliorate intra-racial biases during the recruitment and evaluation phases of these programs.
Conclusion
The present study sought to elucidate the psychology of colorism involving darker- and
fairer-skinned Blacks in the workplace. Original theory involving SDO, metaphorical
associations and skin tone stereotypes were all tested toward this end. While the findings did
show skin tone stereotypes were of use in predicting skin tone bias among White and Black
subjects, the majority of results were not supportive of the original colorism phenomenon or
causal framework. Instead, the exploratory results showed more support for the effect of skin
tone stereotypes in engendering skin tone bias and favoritism towards Blacks possessing fairer
skin tones. The preference towards lighter skin tones was observed more reliable in Whites than
Blacks. Future research inquiries can build on these findings by further clarifying how dominant
and subordinate groups collectively promote intraracial forms of prejudice and hierarchy.
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Table 1
CFA Analyses and Fit Decision Matrix for Study Measures
Scale
SDO
OEQ-GBD

CFI
.90< .95<
X

RMSEA
<.60 <.80

SRMR
<.05 <.08

Model Fit

X

X

Poor Fit
Good Fit

X

X

Good Fit

X

Acceptable
Fit

X

Good Fit

Black Metaphorical Associations

X

White Metaphorical Associations

X

Professional Competence
Amiability
Attractiveness
Dark-Skin Role-play

X
X

X

Light-Skin Role-play

X

X

X

Dark-Skin Résumé

X

X

X

Acceptable
Fit
Acceptable
Fit
Good Fit

Light-Skin Résumé

X

X

X

Good Fit

Notes: Good Model Fit = all 3 fit indices meeting the minimum fit threshold. Acceptable Model
Fit = 2 of 3 fit indices meeting the minimum fit threshold. Poor Model it = meeting only 1 or
none of the minimum fit thresholds.
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Table 2
CFA Analyses for all Study Measures

SDO

X2
1404.687***

df
90

CFI
0.655

RMSEA
0.217

RMSEA CI90
0.207-.227

SRMR
0.140

OEQ-GBD

287.699***

89

0.948

0.085

0.074-.096

0.045

Black Meta AssociationsWhite Meta Associations

85.794***

26

0.958

.086

0.066-0.107

0.038

Professional Competence,
Amiability, Attractiveness

105.347**

71

0.979

0.056

0.031-0.077

0.043

Darker-Skin Role-play

229.868***

77

0.952

0.080

0.068-0.092

0.032

Lighter-Skin Role-play

259.384***

77

0.935

0.087

0.076-0.099

0.039

Darker-Skin Résumé

0.000***

0

1.000

0.000

0.000-0.000

0.000

Lighter-Skin Résumé

0.000***

0

1.000

0.000

0.000-0.000

0.000

Scale

Notes: All 311 Black and White participants were included in these analyses. OEQ-GBD = Opposition to
Equality and Group Based Dominance. Model fit estimates of the darker- and lighter-skinned Résumé
estimates should not be interpreted because the models are just-identified models. *p <.01, **p < .05, ***p <
.001.
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Table 3
Factor Loadings from SDO-Opposition to Equality and SDO-Group Based Dominance CFAs
SDO Scale Items

OEQ Items

GBD Items

2. Group equality should be our ideal (R)
.80
—
5. We should do what we can to equalize conditions for different
.87
groups (R)
—
8. We would have fewer problems if groups were treated more
.74
equally (R)
—
12. Increased social equality would be a good thing (R)
.81
—
13. It would be good if all groups could be equal (R)
.91
—
14. All groups should be given an equal chance in life (R)
.80
—
15. No one group should dominate in society (R)
.67
—
16. We should strive to make incomes more equal (R)
.77
—
1. Some people are just more worthy than others
.66
—
3. Sometimes other groups must be kept in their place
.92
—
4. If certain groups stayed in their place we would have fewer
.90
problems
—
6. Its probably a good thing that some groups are at the top and
.87
others are at the bottom
—
7. Inferior groups should stay in their place
.88
—
9. To get ahead in life it is sometimes necessary to step on other
.79
groups
—
11. In getting what you want it is sometimes necessary to use force
.73
against other groups
—
Note: All 311 Black and White participants were included in these analyses. Standardized factor loadings
are represented. R = Reverse Scored.
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Table 4
Factor Loadings from Black and White Metaphorical Association CFAs
Black
Metaphorical
Associations

White
Metaphorical
Associations
—

6. The color black represents sin

.75
.81
.62
.68
.66
.80

1. The color white represents innocence

—

2. White is the color of salvation

—

3. The color white typically represents beauty

—

4. The color white conveys intellectual clarity

—

5. The color white represents peace

—

6. The color white represents cleanliness

—

.77
.76
.72
.67
.78
.82

Metaphorical Association Scale Items
1. Black is the color of evil
2. The color black represents impurity
3. The color black commonly represents ignorance
4. Black is the color of fear
5. The color black stands for death

—
—
—
—
—

Note: All items that were excluded from the final scale for failing to meet the .7 factor loading criterion
are italicized. All factor loadings are standardized. All 311 Black and White participants were included in
these analyses.
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Table 5
Factor Loadings from Skin Tone Stereotyping CFAs
Skin Tone Stereotyping Items
Attractiveness Scale
1. Blacks possessing this skin tone are typically
perceived to be the most beautiful.
2. Black women possessing this skin tone
typically receive the most positive attention from
men.
3. Blacks possessing this skin tone are typically
also considered to have the most attractive hair
styles and hair texture.
5. Blacks possessing this skin tone are able to
choose the most attractive partners.

Factor 1
Factor 2
(Attractiveness) (Amiability)

Factor 3
(Competence)

.76

—

—

.71

—

—

.54

—

—

.82

—

—

—

.77

—

—

.78

—

—

.86

—

—

.81

—

—

.40

—

—

—

.71

—

—

.71

—

—

.54

—

—

.82

Amiability Scale
1. Blacks possessing this skin tone are
considered more warm and friendly.
3. Blacks possessing this skin tone are
considered to be the most polite and courteous.
4. Blacks possessing this skin tone are thought
of as kind and compassionate.
5. Blacks possessing this skin tone are thought to
be tender and affectionate.
6. Blacks possessing this skin tone are thought to
be hard to get along with.

Professional Competence Scale
1. Blacks possessing this skin tone are typically
associated with having more professionally
successful careers.
3. Blacks possessing this skin tone are
considered more likely to be on time for work.
5. Blacks possessing this skin tones are
generally seen as the strongest leaders.
7. Blacks possessing this skin tone are usually
thought of as having greater financial skill.

Note: All items that were excluded for failing to meet the < .7 factor loading criterion are
italicized. All factor loadings are standardized. All 311 Black and White participants were included
in these analyses.
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Table 6
Factor Loadings from Dark- and Light-skinned Target Role-play CFAs

Role-play Scale Items

Dark Skin
Role-play

Light Skin
Role-play

1. Rate the candidate’s ability to recognize the customer’s needs
.74
.69
2. Rate the candidate’s ability to resolve the customers issues
.72
.73
3. Rate the candidate’s ability to provide product info to the
customer
.73
.70
4. Rate candidate’s ability to stay focused on the customer
.80
.70
5. Rate candidate’s degree of friendliness towards the customer
.69
. 69
6. Rate the candidate’s ability to relate to and understand the
customer
.75
.77
7. Rate candidate’s ability to talk knowledgeably about different
products
.68
68
8. Rate the candidate’s ability to sell products to the customer
.71
.63
9. Rate the candidate’s ability to respond to resistance from the
customer
.82
.75
10. Rate the candidate’s ability to convey information in a logical
manner to the customer
.76
.76
11. Rate candidate’s ability to listen to the customer
.78
.70
12. Rate candidate’s ability to convey relevant information to the
customer
.83
.79
13. Rate the candidate’s ability to present a positive image of
their company
.77
.78
14. Rate the candidate’s degree of health and energy
.64
.64
15. Rate the appropriateness of the candidate’s work clothes
.51
.50
16. Rate the candidate’s ability to think and respond under
pressure
.79
.80
17. Rate the candidate’s ability to deal with frustrated customers
.84
.81
18. Rate the ability of the candidate to make decisions in unclear
situations
.77
.77
Note: This analysis includes all 311 Black and White participants. All italicized items were removed
from the final scale. Standardized factor loadings are presented.
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Table 7
Factor Loadings from Dark- and Light-skinned Target Résumé CFAs

Résumé Scale Items
1.Judging by the candidates Résumé, how would you rate
their experience level
2. Judging by the candidates Résumé, how would you rate
their knowledge level
3. Judging by the candidates Résumé, how would you rate
their competence level

Dark Skin
Résumé

Light Skin
Résumé

.83

.80

.84

.88

.89

.81

Note: All 311 Black and White participants are included in the analysis. All factor loadings are
standardized.
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Table 8.

Colorism and Ratings

Sample size means and SD for participant characteristics and candidate ratings
Blacks

Whites

Range
Potential
Actual
1-7
1.0-7.0
1-7
1.0-6.0

n

M(SD)

145
145

1.92 (1.05)
2.31 (1.42)

145

4.67 (1.27)

1-6

145
145

4.11 (1.44)
4.52 (1.36)

Black Metaphorical
Associations

145

White Metaphorical
Associations
Dark-skinned Role-play
Light-skinned Role-play
Dark-skinned Résumé
Light-skinned Résumé
Dark-skinned Salary
Light-skinned Salary
Dark-skinned Bonus
Light-skinned Bonus
Age
Income (Thousands)

Continuous Variables
SDO- OEQ
SDO- GBD
Professional
Competence Stereotype
Amiability Stereotype
Attractiveness
Stereotype

Range
Potential
Actual
1-7
1.0.-6.4.3
1-7
1.0-6.25
1.0-6.0
1-6

n

M(SD)

166
166

2.40 (1.38)
2.38 (1.26)

1.0-6.0

166

3.86 (1.60)

1-6
1-6

1.0-6.0
1.0-6.0

166
166

3.80 (1.60)
3.64 (1.60)

1-6
1-6

1.0-6.0
1.0-6.0

3.01 (1.59)

1-7

1.0-7.0

166

3.27 (1.35)

1-7

1.0-7.0

145

4.18 (1.55)

1-7

1.0-7.0

166

4.64 (1.30)

1-7

1.0-7.0

145
145
145
145
145
145
145
145
145
145

3.80 (.72)
3.86 (.71)
5.97 (.69)
5.89 (.72)
3.21 (1.68)
3.00 (1.80)
2.62 (1.20)
2.57 (1.19)
31.00 (10.20)
40.00 (26.83)

1-5
1-5
1-7
1-7
1-7
1-7
1-7
1-7
18+
0+

2.4-5.0
2.1-5.0
2.7-7.0
3.0-7.0
1.0-7.0
1.0-6.0
1.0-6.0
1.0-6.0
18.0-64.0
0.0-151.0

166
166
166
166
166
166
166
164
166
166

3.76 (.72)
3.70 (.69)
5.76 (.85)
5.75 (.80)
3.35 (1.59)
3.17 (1.54)
2.72 (1.21)
2.62 (1.20)
38.44 (10.78)
55.27 (33.47)

1-5
1-5
1-7
1-7
1-7
1-7
1-7
1-7
18+
0+

2.0-5.0
1.71-5.0
2.7-7.0
1.0-7.0
1.0-7.0
1.0-7.0
1.0-7.0
1.0-7.0
23.0-77.0
1.0-219.0

Note: All skin tone stereotypes and metaphorical associations are scored such that 1 = positive preference for dark-skin tones and 6-7
= positive preference for light skin tones.
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Table 8 (Cont).

Colorism and Ratings

Sample size means and SD for participant characteristics and candidate ratings
Blacks
Categorical Variables
Dark-skinned Candidate Hired
Light-skinned Candidate Hired
Female
Male
HS or GED
Bachelors
Masters
PhD, JD, or MD

N Proportions
72
.50
73
.50
100
.69
45
.31
48
.36
68
.52
15
.11
1
.8

Whites
N
91
75
82
84
42
87
26
2

Proportions
.55
.45
.49
.51
.25
.52
.16
.01
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Table 9. Correlations between key study variables for Blacks

SDO
OEQ
GBD
Comp
Amiab
c

Attra

Black
Meta
White
Meta
Dark
Rplay
Light
Rplay
Dark
Rsme
Light
Rsme
Dark
Salary
Light
Sal
Dark
Bon
Light
Bon
Hirea
Educ
Inc

b

Comp

Amia

Attra

Dark
Rplay

Light
Rplay

Dark
Rsme

Light
Rsme

Dark
Sal

Light
Sal

Dark
Bon

Light
Bon

Inc

GBD

White
Meta

Edu

OEQ

Black
Met

Hire

SDO

1

.88*

.83*

-.13

-.27**

-.19*

.26**

.14

-.18*

-.13

-.11

.06

.07

-.07

-.15

-.14

.04

-.12

-.02

1

.45*
*
1

-.07

-.23**

-.13

.13

.04

-.25**

-.19*

-.17*

-.01

-.12

-.04

-.13

-.12

.00

-.04

.02

-.14

-.24**

-.18*

.31*

.19*

-.08

-.04

-.04

-.02

.01

-.09

-.13

-.12

.07

.16

-.04

1

.49**

.51*
*
.48

.17*

.04

.08

.05

.00

-.14

.05

.00

-.05

-.02

-.05

.14

.01

.06

.09

.07

-.08

.00

-.05

.08

.04

.12

.18*

-.06

.09

.02

1

-.05

-.03

.04

.01

.06

.14

-.04

.05

-.08

.13

.00

.08

-.07

1

.70**

.15

.05

-.06

-.10

-.04

-.09

-.07

-.06

.11

-.13

-.06

1

.12

.00

.00

.02

-.10

-.10

-.05

-.05

.05

-.18*

.15

1

.35**

.26*
*
.13

.21*

.06

.16

.20*

.17*

.02

.00

.08

.29*
*
.32*

.13

.20*

.08

.08

.18*

-.04

-.02

.33*

.05

.10

-20*

-.04

-.02

1

.00

.49*
*
.62*
*
1

.36*
*
.11

.42*
*
.33*
*
.60*

.23*
*
-.10

-.12

-.06

-.01

.16

.23*
*
-.90

-.07

.18*

-.08

.08

.16

-.04

.10

1

-.07

-.05

1

.38*

1

1

1

1

.51*
*
.33*
*
1

.64*
*
1

1

Notes: OEQ=Opposition to Equality; GBD=Group Based Dominance; Comp=Professional Competence Skin tone Stereotype; Amaib=Amiability Skin tone Stereotype; Attra=Attractiveness Skin tone
Stereotype; Black Meta=Black Metaphorical Associations; White Meta=White Metaphorical Associations; DarkRplay=Dark-Skinned Candidate Role-play Ratings; Light Rplay=Light-Skinned Candidate
Role-play; Dark Rsme=Dark-Skinned Candidate Résumé Rating; Light Rsme=Light-Skinned Candidate Résumé Rating; Dark Sal= Dark-Skinned Candidate Salary; Light Sal=Light-skinned Candidate Salary;
Dark Bon=Dark-skinned Candidate Bonus; Light Bon=Light-skinned Bonus; Hire=Hire Dark- or Light-skinned Candidate; Edu=Education; Inc=Income; a0=Hire Dark-skinned Candidate,
1=Hire Light-skinned Candidate=1=HS or GED, 2=College, 3=Masters, 4=PhD JD or MD. *p<.05, **p <.01,
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Table 10. Correlations between key study variables for Whites

SDO
OEQ
GBD
Comp
Amia
Attrac
Black
Meta
White
Meta
Dark
Rplay
Light
Rplay
Dark
Rsme
Light
Rsme
Dark
Salary
Light
Sal
Dark
Bon
Light
Bon
Hirea
Educ
Inc

b

Comp

Amia

Attra

Dark
Rplay

Light
Rplay

Dark
Rsme

Light
Rsme

Dark
Sal

Light
Sal

Dark
Bon

Light
Bon

Inc

GBD

White
Meta

Edu

OEQ

Black
Met

Hire

SDO

1

.90*
*
1

.89**

.08

-.02

.02

.24**

.09

-.27**

-.11

-.18*

-.33**

.01

-.12

-.07

-.18*

-.03

.10

.26**

.61**

.00

-.09

.01

.10

-.04

-.29**

-.14

-.19*

-.37**

-.02

-.15

-.19

-.22**

.00

.14

.27**

1

.14

.05

.01

.34**

.21**

-.19*

-.06

-.14

-.22**

.04

-.07

-.01

-.09

-.06

.03

.25**

1

.71**

.63*
*
.68*
*
1

.03

.18*

-.01

-.06

-.02

.04

.05

.16*

-.02

.02

.09

.07

-.02

.04

.22**

.06

-.02

-.04

-.12

.07

.27**

-.05

.04

.16*

.05

-.01

.00

.11

-.02

.06

.05

.12

.11

.22**

-.01

-.01

.01

.05

-.07

1

.52**

-.03

.09

-.04

-.08

-.07

-.05

-.04

-.03

.00

-.02

.03

1

.03

-.01

.03

.15

-.01

.00

.00

.00

.01

-.05

-.10

1

.42*

.22*

.22*

.14

.10

.12

.15

-.05

-.02

.00

1

.28**

.26**

.18*

.16*

.10

.12

`-.05

.00

.11

1

.48*

.52*

.12

.35*

.06

-.06

-.01

1

.20*

.42

.10

.30

.28**
.07

-.07

-.02

1

.59**

.57**

.26**

-.19*

.04

.18*

1

.32**

.53**

.17*

.05

.19*

1

.70*

-.17*

.02

.01

1

.11

.02

-.03

1

.05

.11

1

.32*

1

1

Notes: OEQ=Opposition to Equality; GBD=Group Based Dominance; Comp=Professional Competence Skin tone Stereotype; Amaib=Amiability Skin tone Stereotype; Attra=Attractiveness Skin tone
Stereotype; Black Meta=Black Metaphorical Associations; White Meta=White Metaphorical Associations; DarkRplay=Dark-Skinned Candidate Role-play Ratings; Light Rplay=Light-Skinned Candidate
Role-play; Dark Rsme=Dark-Skinned Candidate Résumé Rating; Light Rsme=Light-Skinned Candidate Résumé Rating; Dark Sal= Dark-Skinned Candidate Salary; Light Sal=Light-skinned Candidate Salary;
Dark Bon=Dark-skinned Candidate Bonus; Light Bon=Light-skinned Bonus; Hire=Hire Dark- or Light-skinned Candidate; Edu=Education; Inc=Income; a0=Hire Dark-skinned Candidate,
1=Hire Light-skinned Candidate=1=HS or GED, 2=College, 3=Masters, 4=PhD JD or MD, *p<.05, **p <.01.
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Table 11. Correlations between key study variables for all Black and White Participants

SDO
OEQ
GBD
Comp
Amia
Attrac
Black
Meta
White
Meta
Dark
Rplay
Light
Rplay
Dark
Rsme
Light
Rsme
Dark
Salar
y
Light
Sal
Dark
Bon
Light
Bon
Hirea
Race
Educb
Inc

SDO

OEQ

GBD

Comp

Amia

Attra

1

.87**
1

.88*
.54**
1

-.03
-.07
.01
1

-.14*
-.16
-.08
.63**
1

-.10
-.09
-.08
.61**
.60**
1

Black
Met

White
Meta

Dark
Rplay

Light
Rplay

Dark
Rsme

Light
Rsme

Dark

Sal

Light
Sal

Dark
Bon

.26**
.12*
.33**
.07
.04
-.05
1

.13*
.02
.20**
.06
.13*
.00
.62**

-.23*
-.27**
-.14*
.03
.07
.02
.06

-.13*
-.18*
-.05
.02
-.03
.06
.06

-.17**
-.20**
-.10
.03
-.01
.09
-.06

-.23**
-.27**
-.13*
-.01
.06
.15**
-.09

.04
.05
.03
.04
.07
.03
-.05

-.09
-.08
-.08
.07
.15**
.12*
-.07

1

.07

-.02

-.01

.07

-.05

1

.39**

.24**

.22**

1

.23**
1

Light
Bon

Hire

Race

Edu

Inc

-.10
-.11*
-.07
-.04
.02
-.05
-.05

-.16**
-.17**
-.11
-.01
.10
.04
-.04

-.01
-.01
.00
.05
.07
.01
.05

.13*
.19**
.03
-.27**
-.10
-.28**
.09

.02
.09
-.05
.06
.05
.03
-.06

.18**
.19**
.13*
-.07
-.02
-.13*
.01

-.04

-.02

-.02

.02

.16**

-.09

-.07

.10

.13*

.16**

.13*

-.01

-.03

-.01

.02

.28**

.14*

.17**

.06

.10

.06

-.12*

-.03

.03

.43**

.42*
*
.10

.08

.35**

.08

-.14*

-07

-.04

.42**

.10

.35**

.23**
.15*

-.09

-.11

-.05

1

.60**

.54**

.29**

.15**

.04

.02

.18**

1

.33**

.56**

.19**

.06

.00

.19**

1

.65**

-.13*

.04

-.02

.05

1

.13*

.02

-.01

.03

1

-.05
1

-.01
.12
1

.03
.24**
.36**
1

1

Notes: OEQ=Opposition to Equality; GBD=Group Based Dominance; Comp=Professional Competence Skin tone Stereotype; Amaib=Amiability Skin tone Stereotype; Attra=Attractiveness Skin tone
Stereotype; Black Meta=Black Metaphorical Associations; White Meta=White Metaphorical Associations; Dark Rplay=Dark-Skinned Candidate Role-play Ratings; Light Rplay=Light-Skinned
Candidate Role-play; Dark Rsme=Dark-Skinned Candidate Résumé Rating; Light Rsme=Light-Skinned Candidate Résumé Rating; Dark Sal= Dark-Skinned Candidate Salary; Light Sal=Light-skinned
Candidate Salary; Dark Bon=Dark-skinned Candidate Bonus; Light Bon=Light-skinned Bonus; Hire=Hire Dark =0, or Light-skinned Candidate=1; Race; Edu=Education; Inc=Income; a0=Hire
Dark-skinned Candidate, 1=Hire Light-skinned Candidate=1=HS or GED, 2=College, 3=Masters, 4=PhD JD or MD, *p<.05, **p <.01.
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Table 12
Null Model Analyses from Role-play, Résumé, Salary and Bonus Ratings
Measure

Within Level Variance

Between Level Variance

Role-play

.29

.17

63%

37%

Résumé

.35

.26

57%

43%

Salary

1.09

1.61

40%

60%

Bonus

.48

.94

34%

66%
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Table 13
Multilevel Regression Analyses for Résumé and Salary Ratings with Cross Level Interaction of
SDO-OEQ and GBD
Résumé Ratings

Salary Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

5.86

0.04

.00

3.27

.09

.00

Dark-Skinned Candidate (γ10)

-.0.04

.06

.49

.-0.16

0.13

.23

SDO-OEQ (γ11)

-0.07

0.12

.56

-0.03

0.08

.67

SDO-GBD (γ12)

0.00

0.10

.99

0.06

.79

χ2

p

χ2

p

Candidate Level (σ2)

0.60

.00

2.70

0.00

Participant Level (μ00)

0.01

.93

0.00

0.82

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

-0.01

Notes: All 311 Black and White participants were included in this analysis. The unstandardized
coefficients are presented.
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Table 14
Multilevel Regression Analyses for Bonus and Role-plays with Cross Level Interaction of SDOOEQ and GBD
Bonus Ratings

Role-play Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

2.67

0.07

.00

3.75

.04

.00

Dark-Skinned Candidate (γ10)

-.0.07

0.10

.50

0.01

0.06

.93

SDO-OEQ (γ11)

-0.07

0.06

.24

-0.05

0.07

.51

SDO-GBD (γ12)

-0.02

0.50

.69

0.01

0.06

.83

χ2

p

χ2

P

Candidate Level (σ2)

1.41

0.00

0.46

.00

Participant Level (μ00)

0.00

0.03

0.00

.92

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

Notes: All 311 Black and White participants were included in this analysis. The unstandardized
coefficients are presented.
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Table 15
Black Participants’ Multilevel Regression Analyses for Résumé and Salary Ratings with Cross
Level Interaction of Metaphorical Associations and Skin Tone Stereotypes.
Black Participants
Résumé Ratings

Salary Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

5.98

0.06

.00

3.21

.15

.00

Dark-Skinned Candidate (γ10)

-.0.09

0.08

.28

-0.19

0.21

.36

Black Metaphorical Associations (γ11)

-0.04

0.18

.84

-0.04

0.12

.76

White Metaphorical Associations (γ12)

0.04

0.18

.84

-0.01

0.12

.95

Professional Competence Stereotype (γ13)

-0.05

.16

.74

0.02

0.11

.84

Amiability Stereotype (γ14)

-0.03

0.15

.85

-0.04

0.10

.68

Attractiveness Stereotype (γ15)

0.08

0.16

0.46

0.07

0.11

.54

χ2

P

χ2

P

Candidate Level (σ2)

0.50

0.00

3.50

.00

Participant Level (μ00)

0.02

.928

0.01

.77

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

Notes: 145 Black participants were included in this analysis. The unstandardized coefficients are
presented
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Table 16
Black Participants’ Multilevel Regression Analyses for Bonus and Role-play Ratings with Cross
Level Interaction of Metaphorical Associations and Skin Tone Stereotypes.
Black Participants
Bonus Ratings

Role-play Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

2.62

0.10

.00

3.77

0.06

.00

Dark-Skinned Candidate (γ10)

-0.03

0.14

.84

0.07

0.08

.40

Black Metaphorical Associations (γ11)

-0.03

0.09

.79

0.00

0.12

.99

White Metaphorical Associations (γ12)

0.01

0.09

.93

0.00

0.12

.99

Professional Competence Stereotype (γ13)

-0.05

0.08

.58

0.05

0.11

.63

Amiability Stereotype (γ14)

0.07

0.08

.37

-0.05

0.01

.61

Attractiveness Stereotype (γ15)

0.06

0.08

0.49

0.01

0.11

.96

χ2

P

χ2

P

Candidate Level (σ2)

1.43

0.00

.47

.00

Participant Level (μ00)

0.01

.88

0.01

.92

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

Notes: 145 Black participants were included in this analysis. The unstandardized coefficients are
presented.
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Table 17
White Participants’ Multilevel Regression Analyses for Résumé and Salary Ratings with Cross
Level Interaction of Metaphorical Associations and Skin Tone Stereotypes.
White Participants
Résumé Ratings

Salary Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

5.75

0.06

.00

3.31

0.12

.00

Dark-Skinned Candidate (γ10)

0.00

0.09

.99

-0.14

0.17

.42

Black Metaphorical Associations (γ11)

-0.07

0.16

.68

-0.02

0.11

.83

White Metaphorical Associations (γ12)

0.09

0.16

.60

-.02

0.11

.82

Professional Competence Stereotype (γ13)

-.0.06

0.16

.74

-0.04

0.11

.74

Amiability Stereotype (γ14)

0.01

0.17

.95

0.15

0.11

.20

Attractiveness Stereotype (γ15)

0.06

0.15

.43

0.06

0.10

.56

χ2

P

χ2

P

Candidate Level (σ2)

1.00

.00

2.39

.00

Participant Level (μ00)

0.50

.86

0.01

.87

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

Notes: 166 White participants were included in this analysis. The unstandardized coefficients are
presented.
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Table 18
White Participants’ Multilevel Regression Analyses for Bonus and Role-play Ratings with Cross
Level Interaction of Metaphorical Associations and Skin Tone Stereotypes.
White Participants
Bonus Ratings

Role-play Ratings

γ

SE

p

γ

SE

p

Light-Skinned Candidate (γ00)

2.71

0.09

.00

3.74

0.05

.00

Dark-Skinned Candidate (γ10)

-0.10

0.13

.48

-0.05

0.07

.50

Black Metaphorical Associations (γ11)

0.16

1.33

.91

0.04

0.11

.69

White Metaphorical Associations (γ12)

-0.06

1.33

.97

-.02

0.11

.88

Professional Competence Stereotype (γ13)

-0.16

1.56

.92

-0.05

0.11

.65

Amiability Stereotype (γ14)

0.47

1.89

.81

-0.02

0.11

.87

Attractiveness Stereotype (γ15)

0.02

1.45

.99

0.06

0.10

.54

χ2

P

χ2

P

Candidate Level (σ2)

1.00

.00

0.45

.00

Participant Level (μ00)

0.84

.44

0.01

.92

Candidate Level (Level 1)

Participant Level (Level 2)

Random Effects

Notes: 166 White participants were included in this analysis. The unstandardized coefficients are
presented.
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Table 19
All Participants’ Logistic Regression Analyses for Metaphorical Associations and Skin Tone
Stereotypes.
B

SE B

Waldχ2

p

OR

95% CI OR

Black Meta. Associations

.08

10

.72

.40

1.07

[.918, 1.24]

White Meta. Associations

-.02

.10

.04

.84

.98

[.80, 1.20]

Competence Stereotype

.04

.11

.11

.74

1.04

[.84, 1.27]

Attractiveness Stereotype

-.06

.10

.35

.56

.94

[.78, 1.15]

Amiability Stereotype

.10

.10

.97

.33

1.11

[.91, 1.35]

Scale

Notes: *p < .05, **p <.01, ***p < .001. All 311 participants were included in this analysis.
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Table 20
Black and White Participants’ Logistic Regression Analyses for Metaphorical Associations and
Skin Tone Stereotypes.

B

SE B

Waldχ2

p

OR

95% CI OR

Black Meta. Associations

.22

.16

2.00

.16

1.25

[.92, 1.69]

White Meta. Associations

-.08

.15

.24

.62

.93

[.69, 1.25]

Competence Stereotype

-.13

.17

.62

.43

.88

[.63, 1.30]

Attractiveness Stereotype

.12

.15

.60

.44

1.13

[.83, 1.52]

Amiability Stereotype

-.10

.14

.40

.53

.91

[.69, 1.20]

Whites Only
Black Meta. Associations

.01

.14

.01

.94

1.01

[.77, 1.33]

White Meta. Associations

-.06

.15

.19

.66

.94

[.70, 1.26]

Competence Stereotype

.02

.15

.02

.89

1.02

[.76. 1.37]

Attractiveness Stereotype

-.26

.15

3.15

.08

.58

[.58, 1.03]

Amiability Stereotype

.38

.16

5.33

.02*

1.47

[1.06, 2.03]

Scale
Blacks Only

Notes: *p < .05, **p <.01, ***p < .001.
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Table 21
CFA Invariance Test of Black and White Metaphorical Associations by Race
X2

df

CFI

Blacks (n=145)

41.953*

26

Whites (n=166)

86.358***

Configural Model

Scale
Single Group Solutions

∆CFI

RMSEA

RMSEA CI90

SRMR

.979

0.065

0.023-0.100

0.035

26

.909

.118

.091-0.146

0.061

128.311***

52

.947

.097

0.076-0.118

0.055

Metric Model

141.000***

59

.943

.004

.095

0.075-0.115

0.062

Scalar Model

161.407***

68

.935

.008

.094

0.075-0.113

0.083

Measurement Invariance

Notes: *p < .05, **p <.01, ***p < .001.
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Table 22
CFA Invariance Test of Attractiveness Skin Tone Stereotype by Race
X2

df

CFI

Blacks (n=145)

0.504

2

Whites (n=166)

3.3346

Configural Model
Metric Model

Scale
Single Group Solutions

∆CFI

RMSEA

RMSEA CI90

SRMR

1.000

0.000

0.000-0.108

0.008

2

0.996

0.064

0.000-0.179

0.015

11.026

7

0.992

0.061

0.000-0.0126

0.027

4.776

7

1.000

.008

0.000

0.000-0.077

0.025

42.166*** 11

0.936

.064

0.135

0.093-0.179

0.151

Measurement Invariance

Scalar Model

Notes: *p < .05, **p <.01, ***p < .001.
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Table 23
CFA Invariance Test of Amiability Skin Tone Stereotype by Race
X2

df

CFI

Blacks (n=145)

5.548

5

0.998

0.027

0.000-0.121

0.020

Whites (n=166)

3.341

5

1.000

0.000

0.000-0.087

0.018

8.889

10

1.000

0.000

0.000-0.080

0.022

Metric Model

25.410*

14

0.984 0.016

0.072

0.022

0.117

Scalar Model

33.742*

19

0.980 0.004

0.071

0.028-0.109

0.109

Scale
Single Group Solutions

∆CFI

RMSEA

RMSEA CI90 SRMR

Measurement Invariance
Configural Model

Notes: *p < .05, **p <.01, ***p < .001.
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Table 24
CFA Invariance Test of Dark-Skinned Role-plays by Race
Scale
Single Group
Solutions

X2

df

CFI

Blacks (n=145)

134.640***

77

0.959

0.072

0.051-0.092

0.037

Whites (n=166)

203.960***

77

0.930

0.100

0.083-0.116

0.041

Configural Model

678.471***

154

0.744

0.148

0.137-0.159

0.117

Metric Model

691.711***

167

0.743

0.001

0.142

0.131-0.153

0.118

Scalar Model

710.831***

181

0.741

0.003

0.137

0.127-0.148

0.123

∆CFI

RMSEA RMSEA CI90

SRMR

Measurement
Invariance

Notes: *p < .05, **p <.01, ***p < .001.
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Table 25
CFA Invariance Test of Light-Skinned Role-plays by Race
Scale
Single Group
Solutions

X2

df

CFI

Blacks (n=145)

190.440***

77

Whites (n=166)

171.923***

Configural Model

∆CFI

RMSEA

RMSEA CI90

SRMR

0.914

0.101

0.083-0.119

0.047

77

0.926

0.086

0.069-0.103

0.042

843.198***

154

0.619

0.170

0.159-0.181

0.142

Metric Model

859.451***

168

0.617

0.002

0.163

0.152-0.174

0.141

Scalar Model

890.583***

181

0.607

0.01

0.159

0.148-0.169

0.145

Measurement
Invariance

Notes: *p < .05, **p <.01, ***p < .001.
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H1a-d, H2

Skin Tone
Stereotypes

Evaluator
Race

Colorism in Role-play,
Resume, Salary,
Bonus, Hiring
Difference Score
Ratings

Social Dominance
Orientation

Metaphorical
Associations

H3a-d, H4
Figure 1. Schematic Diagram of Study Hypotheses

H7a-d, 8

Evaluator
Race
H5a-d, 6
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Level 2 (Participant Independent Variables)
Skin Tone
Stereotypes,
Metaphorical
Associations

Candidate Skin Tone
X Resume, Salary,
Role-play, Bonus,
Hiring Interaction
terms

Candidate Skin Tone
X Resume, Salary,
Role-play, Bonus,
Hiring Interaction
terms

Level 1 (Participant Ratings)

Candidate Skin Tone

Figure 2. 2-2-1 Cross-Level Mediation Model

Role-play, Resume,
Salary, Bonus, Hiring
Difference Score Ratings
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Level 2 (Participant Independent Variables)

Participant Race

Candidate Skin Tone
X Resume, Salary,
Role-play, Bonus,
Hiring Interaction
terms

Metaphorical Associations
or
Skin Tone Stereotypes

Level 1 (Participant Ratings)

Candidate Skin Tone

Figure 3. 2-2-1 Cross-Level Moderation Model

Role-play, Resume,
Salary, Bonus, Hiring
Difference Score Ratings
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χ2 (87) = 183.713, RMSEA = 0.08, CFI = 0.95, SRMR = 0.04
Figure 4. Direct and Indirect Effects of Group Based Dominance and White Metaphorical Associations on Lighter-skinned
Candidates’ Résumé Scores.
Notes: Unstandardized path coefficients are shown. 166 White participants were included in this analysis. a is the effect of SDO-GBD on
White metaphorical associations; b is the effect of White metaphorical associations on lighter-skinned candidates résumé scores; c’ is the
effect of SDO-GBD on White metaphorical associations controlling for White metaphorical associations; c is total effect of SDO-GBD on
lighter-skinned candidates résumé scores. *p < .05, **p < .01.
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Black Ss

Metaphorical
Associations
Or
Skin Tone Stereotypes

Darker-Skinned
Resume, Salary, Bonus,
Hiring, Role-play
Ratings

White Ss

Metaphorical
Associations
Or
Skin Tone Stereotypes

Darker-Skinned
Resume, Salary, Bonus,
Hiring, Role-play
Ratings

Figure 5. Schematic Diagram of Multi-Group Latent Moderated Structural Equation Model
Notes: Ovals represent latent variables. Associated indicator variables for latent variables are not depicted for simplicity. Rectangles
represent moderation path coefficients. Triangles represent latent mean score estimates
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A) Black Group
0.00

0.00
0.06 [0.021 to 0.097]**

Black
Metaphorical
Associations

Dark-Skinned
Role-plays

B) White Group
0.28**
Black
Metaphorical
Associations

-0.03*

-0.03 [0.064 to 0.001]
Dark-Skinned
Role-plays

χ2 (300) = 501.05, RMSEA = 0.07, CFI = 0.95, SRMR = 0.06
Figure 6. LMS Diagram showing Moderating Effect of Race on the Relationship between Black
Metaphorical Associations and Darker-skinned Candidate Role-play Ratings
Notes: Latent variables (ovals) are constructed from associated individual indicators that are not
displayed for simplicity. Latent mean scores are represented by triangles. Latent mean scores of
Black metaphorical associations are held constant in the Black group to identify the model.
*p < .05, **p < .01.
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A) Black Group
0.05**

0.00
-0.02 [-0.056 to 0.001]

Amiability
Stereotype

LighterSkinned
Résumés

B) White Group
0.29**

0.08 [0.023 to 0.137]**

Amiability
Stereotype

-0.06
LighterSkinned
Résumés

χ2 (36) = 50.125, RMSEA = 0.05, CFI = 0.99, SRMR = 0.24
A) Black Group
0.10**

0.00
-0.003 [-0.064 to -0.046]**

Amiability
Stereotype

Darker
Skinned
Résumés

B) White Group
0.29**
Amiability
Stereotype

-0.02 [0.105 to 0.147]**

-0.15**
DarkerSkinned
Résumés

χ2 (36) = 59.80, RMSEA = 0.07, CFI = 0.98, SRMR = 0.24
Figure 7. LMS Diagram showing Moderating Effect of Race on the Relationship between
Amiability Skin tone Stereotypes and candidate Résumé Ratings
Notes: Latent variables (ovals) are constructed from associated individual indicators that are not
displayed for simplicity. Latent mean scores are represented by triangles. Latent mean scores of
amiability skin tone stereotypes are held constant in the Black group to identify the model
*p < .05, **p < .01.
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A) Black Group
2.99**

0.00
0.08 [-0.254 to 0.375]
Attractiveness
Stereotype

Lighter-Skinned Salary

B) White Group

3.39**

-0.88**
0.25 [0.007 to 0.488]**

Attractiveness
Stereotype

Lighter-Skinned Salary

χ2 (9) = 23.51, RMSEA = 0.10, CFI = 0.96, SRMR = 0.08
A) Black Group
2.99**

0.00
0.07 [-0.189 to 0.324]
Amiability
Stereotype

Lighter-Skinned Salary

B) White Group

3.26**

-0.29
Amiability
Stereotype

0.29 [0.055 to 0.523]**
Lighter-Skinned Salary

χ2 (17) = 25.683, RMSEA = 0.06, CFI = 0.99, SRMR = 0.09
Figure 8. LMS Diagram showing Moderating Effect of Race on the Relationship between Skin
Tone Stereotypes and Lighter-skinned Candidate Salary Ratings
Notes: Latent variables (ovals) are constructed from indicators that are not displayed for
simplicity. Light-skinned Salary scores (rectangles) represent single indicator variables. Mean
scores on latent and manifest variables are represented by triangles. Latent mean scores of
attractiveness stereotypes in the Black group are held constant at 0 to identify the models.
*p < .05, **p < .01**.
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A) Black Group
4.11
-0.05[-0.199 to 0.089]
Darker vs. Lighter
Skinned Candidate

Amiability Stereotype

B) White Group

3.79
0.13 [0.006 to 0.252]*
Amiability Stereotype

Darker vs. Lighter
Skinned Candidate

RMSEA = 0.00, CFI = 1.00, WRMR = 0.00
Figure 9. LMS Diagram showing Moderating Effect of Race on the Relationship between the
Amiability Skin Tone Stereotype and Binary Hiring Decision
Notes: The amiability rectangle represents an observed mean score constructed from amiability
scale indicators. The dark vs. light skinned variable (rectangle) represents a binary choice
variable between the darker (dummy coded 0) and lighter-skinned candidate (dummy coded 1).
Mean scores on manifest variables are represented by triangles. χ 2 and SRMR statistics are not
available when the WLMSV estimator is used. *p < .05, **p < .01.
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Appendix A, Section 1
Role-play Performance Scripts used in Pilot Study
Script Version 1

Script Version 2

Script Version 3

Marketing Associate:
Hi Dale, I’m glad you’re available to talk.
When I got in the office Becky told me you
had an issue with your account, so I really
wanted to get back in touch with you as soon
as possible.
Client (Dale):
Well yeah, there have actually been a lot of
issues, but I don’t have much time so I’ll just
stick to what’s been happening lately. The
main issue is that we’ve seen a huge dip in
potential customers accessing our sports
equipment website over the past 2 months.
We are paying you guys to drive customer
traffic to the website through your email
marketing campaigns. This much of dip in
visitors is just unacceptable.
Marketing Associate:
Right I understand. I analyzed the website
traffic just a few days ago so I was aware of
this trend Dale. But remember, I did tell you a
few months ago that because you haven’t
previously used email marketing tools to draw
customers to your website you would likely
see an initial boost in website traffic and sales
followed by a leveling off per….

Marketing Associate:
Hi there Dale, I’m glad you’re available. Becky
told me there was a problem with your account,
so I really wanted to make sure to reach out to
as soon possible.

Marketing Associate:
Hi Dale, I’m glad that we’re able to touch base.
Becky made me aware that you had a concern
about your account when I got in, so I really
wanted to make sure that we reconnected.

Client (Dale):
Well yeah, there have actually been a lot of
issues, but I don’t have much time so I’ll just
stick to what’s been happening lately. The main
issue is that we’ve seen a huge dip in potential
customers accessing our sports equipment
website over the past 2 months. We are paying
you guys to drive customer traffic to the website
through your email marketing campaigns. This
much of dip in visitors is just unacceptable.

Client (Dale):
Well yeah, there have actually been a lot of
issues, but I don’t have much time so I’ll just
stick to what’s been happening lately. The main
issue is that we’ve seen a huge dip in potential
customers accessing our sports equipment
website over the past 2 months. We are paying
you guys to drive customer traffic to the website
through your email marketing campaigns. This
much of dip in visitors is just unacceptable.

Marketing Associate:
Sure, I understand. I analyzed the website traffic
just this week so I was aware of the dip you
talked about Dale. That said though, do you
recall that I did tell you a few months ago that
because your company hadn’t traditionally used
email marketing tools to direct customers to the
website that you would most likely experience a
spike in website traffic, followed by a
slowdown perio….

Marketing Associate:
Ok, I see what you’re saying and just so you
know I examined the website traffic very
recently so I was aware of this pattern Dale. But
if you’ll remember though, I did actually tell
you a few months back that because you hadn’t
made much use of email marketing tactics
before, that you would likely see an initial boost
in website traffic and sales that was followed by
a cooling off per….
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Client (Dale):
Look I’m not a big data analytics guy. This
stuff just goes over my head so don’t try and
confuse me with it. All I know is that we are
paying for website visitors who will purchase
equipment off the website. The way I see it if
our monthly sales on the site have gone down
by about 30% we should probably also
discuss a refund of 30% on your fees for the
las two months. That’s only fair, right?
Marketing Associate:
Uh well, I guess we could do that…but
actually wait a second I have another solution.
When I was reviewing your account I saw that
right now you guys are only taking advantage
of the basic contact package. That just
includes periodic promotional emails sent to
current clients. Now if you utilized our
advanced analytics and showcase products
tools on top of your current package that
might have a huge positive effect. Your
website traffic and sales numbers could both
potentially increase by 10-15% month over
month!
Client (Dale)
Are you saying you can guarantee results like
that?

Client (Dale):
Look I’m not a big data analytics guy. This stuff
just goes over my head so don’t try and confuse
me with it. All I know is that we are paying for
website visitors who will purchase equipment
off the website. The way I see it if our monthly
sales on the site have gone down by about 30%
we should probably also discuss a refund of
30% on your fees for the las two months. That’s
only fair, right?
Marketing Associate:
Yes well, I guess we could do that…but you
know I think theres actually a better
workaround. When I was looking over your
account I saw that you are only utilizing our
basic contact package which includes periodic
promotional emails sent to current clients. If
you added our advanced analytics and showcase
products tools to your current package that
could have a very positive impact. I wouldn’t be
surprised to see your website traffic and sales
figures shoot up by 10-15% from this month to
the next!

Client (Dale):
Look I’m not a big data analytics guy. This stuff
just goes over my head so don’t try and confuse
me with it. All I know is that we are paying for
website visitors who will purchase equipment
off the website. The way I see it if our monthly
sales on the site have gone down by about 30%
we should probably also discuss a refund of
30% on your fees for the las two months. That’s
only fair, right?
Marketing Associate:
Right, I guess we could look into that…but on
second thought I think I have another solution.
When I was reviewing your account I saw that
your company only uses the basic contact
package which only includes periodic
promotional emails sent to current clients. Now
if you took advantage of our advanced analytics
and featured products tools in addition to your
current package, I’m confident that would get
you some major results. Your website traffic
and sales may improve drastically by 10-15%
month over month!

Client (Dale)
Are you saying you can guarantee results like
that?

Client (Dale)
Are you saying you can guarantee results like
that?

Marketing Associate:
I can’t guarantee anything Dale, but I can say
that I have seen this approach work well for
similar clients with your market profile.

Marketing Associate:
Well, I can’t make any promises Dale, but I can
say that I have seen similar clientele have real
success with this marketing approach.

Marketing Associate:
I’ve seen other retail clients achieve real success
with this strategy. That said, I can’t guarantee
you results Dale.
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Client (Dale):
Hmm well that sounds good but what are
those products you mentioned again? And
more importantly how much extra do they
cost?
Marketing Associate:
I would be happy to explain Dale. Our
advanced analytics option allows us to track
and leverage advanced customer metrics like
exactly which areas customers actually click
on in our marketing emails, or what products
they seem to prefer and what times and days
they are most likely to order your products.
The showcased products feature is actually a
short 30 second video of models using your
sports equipment that we film in our studio.
We can place this video content right into
promotional emails or post them to your main
website. Customers find it very helpful and it
definitely helps them make a more educated
purchasing decision.
Client (Dale):
Ok, I’ll admit that sounds interesting, but you
know, you’re skipping the most important
information.

Client (Dale):
Hmm well that sounds good but what are those
products you mentioned again? And more
importantly how much extra do they cost?

Client (Dale):
Hmm well that sounds good but what are those
products you mentioned again? And more
importantly how much extra do they cost?

Marketing Associate:
Sure, I can talk you through that. Our advanced
analytics offering allows us to monitor key
customer metrics like your clientele’s most
preferred products, what time they are most
likely to purchase products, and even the
specific areas they click on in our marketing
emails. The showcased products option is
actually a short 30 second video we film in our
studio that shows our models using your
products. We have the capability to put these
videos into promotional emails or host them on
your website. I believe customers find these
videos very informative because they really get
to see the product in action before choosing to
buy it.
Client (Dale):
Ok, I’ll admit that sounds interesting, but you
know, you’re skipping the most important
information.

Marketing Associate:
Sure, I can answer both of your questions. Our
advanced analytics tool allows us to record
important customer metrics like what times your
customers are most likely to buy products,
which products they prefer most, and even
which areas in our marketing emails they click
on most often. The showcased products option
is 30 second video we film in studio that shows
our models using your products. Our technology
allows us to put these videos into promotional
emails or post them on your website. Most
customers find this media very valuable because
they get to evaluate the performance of the
product before committing to purchase it.

Marketing Associate
I’m not sure I know what you mean.

Marketing Associate
Really? I’m honestly not sure what you mean.

Marketing Associate
Hmm? What do you mean Dale?

Client (Dale)
Well the price tag of course! What are all
these fancy new bells and whistles going to
cost me?

Client (Dale)
Well the price tag of course! What are all these
fancy new bells and whistles going to cost me?

Client (Dale)
Well the price tag of course! What are all these
fancy new bells and whistles going to cost me?

Client (Dale):
Ok, I’ll admit that sounds interesting, but you
know, you’re skipping the most important
information.
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Marketing Associate:
Of course Dale I was getting to that. If you
keep it just between us I could probably get
you the advanced analytics option for free. I
could talk to my manager about adding the
showcase product feature for only 20-25%
more than you pay per month now. That’s a
great bargain for the additional website traffic
and online sales you’ll get.

Marketing Associate:
I think you’ll find the pricing is very favorable
Dale, In fact If you keep this very quiet Dale I
could probably get you the advanced analytics
option for free. And I could also talk to my
manager about adding the showcase product
feature for only 20-25% more than you pay per
month now. That’s a really good deal
considering how much more added website
traffic and online sales you will see.

Client (Dale):
Hmm, you know those do sound like good
options. You might be convincing me…I
think I’d like to do that- but let me check with
my partner before we add those features.
Marketing Associate:
Sure no pressure, take your time. We’ll be
ready to help you any way we can around the
clock.

Client (Dale):
Hmm, you know those do sound like good
options. You might be convincing me…I think
I’d like to do that- but let me check with my
partner before we add those features.
Marketing Associate:
Its totally your decision Dale. We’re always at
your disposal if you need anything.

Marketing Associate:
These features are actually very affordable Dale.
I know I can most likely get you the advanced
analytics option for no extra charge at all. And I
could talk to my manager about adding the
showcase product feature for only 20-25% more
than you pay per month now. You’ll get real
bang for your buck and believe me it’s
definitely worth it considering the added return
on investment you’ll see in more web traffic and
online sales
Client (Dale):
Hmm, you know those do sound like good
options. You might be convincing me…I think
I’d like to do that- but let me check with my
partner before we add those features.
Marketing Associate:
That sounds fine Dale. I’m here any time you
have any other questions.

Client (Dale):
Actually that reminds me of the last thing I
wanted to discuss today. Its just that! You’re
not always there around the clock, you’ve
become much harder to reach these days when
we need you.
Marketing Associate:
You know I always try to get back to you just
as soon as I can Dale, I just have other clients
that I have to respo….

Client (Dale):
Actually that reminds me of the last thing I
wanted to discuss today. Its just that! You’re not
always there around the clock, you’ve become
much harder to reach these days when we need
you.
Marketing Associate:
You know I always try to get back to you just as
soon as I can Dale, I just have other customers
that need attent…

Client (Dale):
Actually that reminds me of the last thing I
wanted to discuss today. Its just that! You’re not
always there around the clock, you’ve become
much harder to reach these days when we need
you.
Marketing Associate:
You know I always try to get back to you
quickly Dale. Its just that I have to manage my
other account as we…

Client (Dale):
Ooooh I see…you mean those big time
national clients you have. Not the small town,
mom and pop stores like us.

Client (Dale):
Ooooh I see, you mean those big time national
clients you have. Not the small town, mom and
pop stores like us.

Client (Dale):
Ooooh I see, you mean those big time national
clients you have. Not the small town, mom and
pop stores like us.
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Marketing Associate:
No, not at all. You are a new client and my
number one priority Dale. Please give me the
opportunity to keep earning your business and
servicing your account. In fact, let me give
you my personal cell number so that you can
reach me night or day. Its 402-968-0876.
Client (Dale):
Well thats really not necessary, I just want to
be able to reach you more easily during
working hours.

Marketing Associate:
That’s not what I meant at all Dale. Your
account is very important to me. Just please give
me the opportunity to keep earning your
business and servicing your account. Why don’t
you take my personal cell number in case
anything comes up. That way you can reach me
night or day. Its 402-968-0876.
Client (Dale):
Well thats really not necessary, I just want to be
able to reach you more easily during working
hours.

Marketing Associate:
Of course not Dale. Your account is top priority
for us and I would love the opportunity to keep
earning your business and servicing your
account. You know what Dale, let me give you
my personal cell number just in case anything
comes. Feel free to call me before during or
after work hours. My number is 402-968-0876.
Client (Dale):
Well thats really not necessary, I just want to be
able to reach you more easily during working
hours.

Marketing Associate:
Sure I can understand that. Why don’t we set
up a bi-weekly weekly status update call then?
This way nothing will fall through the cracks
and you will get the attention you deserve.

Marketing Associate:
Would it help then if we just had a standing biweekly weekly status update call? This way you
would always have a designated time get all
your questions or issues resolved.

Client (Dale):
That sounds reasonable for now. I have to run
to another meeting. But we’ll talk soon about
adding those other features to our marketing
plan.
Marketing Associate:
Alright, goodbye

Client (Dale):
That sounds reasonable for now. I have to run to
another meeting. But we’ll talk soon about
adding those other features to our marketing
plan.
Marketing Associate:
Take care.

Marketing Associate:
Ok I have another idea. We could establish a biweekly weekly status update call I will make
sure to never schedule over this time to so that
you can always have a definite venue to share
your thoughts and feedback with us.
Client (Dale):
That sounds reasonable for now. I have to run to
another meeting. But we’ll talk soon about
adding those other features to our marketing
plan.
Marketing Associate:
Cheers.
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Appendix A, Section 2
Candidate Role-play Performance Measure used in Pilot and Main Study
Review each candidates’ role-play before using this rubric to rate their ability.
Customer Service Ability is defined as an individual’s ability to effectively service customers
Use the rubric below to rate Candidate A’s customer service ability
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associate's ability to recognize the customer's needs.
Largely disregarded the needs
and requirements of the
customer

Recognized the basic
requirements of the customer

Anticipated the customer’s
most important desires and
needs before the customer
verbalized them

Rate the marketing associate's ability to resolve the customer's issues.
Took an exceedingly long
time to address the customer’s
key concerns

Solved customer’s issues in a
reasonable amount of time

Took quick and immediate
actions resolve the customer’s
issues

Rate the marketing associate’s ability to provide product information to the customer
Gave inaccurate or confusing
product information to the
customer

Provided the customer with
adequate product information

Provided the customer with
product insights and
knowledge that allowed them
to make effective and
informed choices
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Candidate Role-play Performance Measure (Continued)
Relationship Building Ability is defined as one’s ability to build deeper and meaningful rapport with clients.
Use the rubric below to rate Candidate A’s Relationship Building ability
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associate's ability to stay focused on the customer
Treats the customer in an
inattentive or disinterested
manner

Is focused on the customer

Is very attentive and focused
on the customer during
conversations

Rate the marketing associate's degree of friendliness towards the customer
Is unfriendly or rude towards
the customer

Is friendly towards the
customer

Maintains a very pleasant and
agreeable demeanor in
conversations with the
customer

Rate the marketing associate's ability to relate to and understand the customer
Finds few or no similarities
with the customer

Appears to understand and
relate to the customer

Relates very well to the
customer by finding common
ground and similarities
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Candidate Role-play Performance Measure (Continued)
Sales Ability is defined as an individuals’ ability to educate customer’s and persuade them to consider purchasing new products.
Use the rubric below to rate Candidate A’s sales ability
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associates’ ability to talk knowledgeably about different products
Shows a lack of
understanding or uncertainty
about the products and
services they are selling

Presents the customer with
necessary information about
products and services

Gives the customer very
detailed information, often
including the benefits and
drawbacks of different
products and services

Rate the marketing associate's ability to sell products to the customer
Does not attempt to interest
the customer in new products
and services

Offers the customer new
products and services

Goes beyond selling products
to anticipating the customer’s
needs and presenting them
with holistic solutions

Rate the marketing associate's ability to respond to resistance from the customer
Gives up or is easily frustrated
when the customer offers
resistance to buying products

Offers secondary reasons the
customers should consider
products when they are not
initially convinced

Remains determined to sell
the customer new products
and offers compelling reasons
to buy services even after
meeting with resistance or
excuses from the customer
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Candidate Role-play Performance Measure (Continued)
Communication Ability is defined as the ability of an individual to listen and convey information to customers.
Use the rubric below to rate Candidate A’s sales ability
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associate's ability to convey information in a logical manner to the customer
Speaks in a way that is
confusing or difficult to
follow

Explains different topics in a
straightforward way

Shares information in ways
that are highly intuitive and
easy for the customer to
understand

Rate the marketing associate’s ability to listen to the customer
Cuts off, or talks over the
customer without letting them
speak

Listens to the customer

Attentively listens to the
customer, often pausing to let
them speak or inviting them to
elaborate on their ideas

Rate the marketing associate’s ability to convey relevant and important information to the customer
Gives the customer
information that is not useful
to them, or completely
irrelevant

Gives necessary information
to the customer

Shares highly relevant,
valuable or useful information
with the customer
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Candidate Role-play Performance Measure (Continued)
Company Image has to do with an individual’s ability to positively represent the company through their appearance and dress.
Use the rubric below to rate Candidate A’s company presentation
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associate's ability to present a positive image of their company
Behaves in ways that
misrepresent the company’s
values

Represents the company in an
acceptable manner

Embodies the ideals and
values of the organization
through their behavior

Rate the marketing associate's degree of health and energy
Appears to be tired, sluggish
or unhealthy

Appears to be reasonably
healthy

Appears healthy, energized
and full of energy

Rate the appropriateness of the marketing associates work clothes
Dresses in an unprofessional
or disheveled manner

Dresses in a professional
manner

Dresses in a highly
professional, neat and
attractive fashion
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Candidate Role-play Performance Measure (Continued)
Emotional Poise has to do with an individual’s ability to remain calm and professional when placed under pressure or ambiguity.
Use the rubric below to rate Candidate A’s Emotional Poise
(1)

(2)

(3)

(4)

(5)

Very Weak

Weak

Satisfactory

Strong

Very Strong

Rate the marketing associate's ability to think quickly and respond under pressure
Appeared to become confused
or disorganized when
handling the customer’s
requests

Adjusted reasonably well to
the customers’ requests and
desires

Remained poised cool and
collected even when dealing
with demanding or
challenging customer requests

Rate the marketing associate's ability to deal with frustrated customers
Showed signs of being upset
and frustrated when dealing
with an angry customer

Responded to the angry
customer with
professionalism

Behaved in an understanding
and highly concerned way
towards the angry customer

Rate the marketing associate's ability to make decisions in unclear situations
Hesitated to take action in
unclear and uncertain
situations

Took steps to resolve issues
when the situation was
unclear

Remained confident and
assertive, even under
conditions of great uncertainty
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Appendix A, Section 3
Age, Attractiveness, and Manipulation Checks used in Pilot Study
Photo A

Photo C

Photo E

Photo F

1. Please rate the attractiveness of the person in the photograph using the scale below.
Very
Unattractive
1

Unattractive

Neither Attractive
or Unattractive

Attractive

Very Attractive

2

3

4

5

2. Please estimate the age of the person in the photograph using the sliding scale below
18

50
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Appendix B, Section 1
The Business Simulation
This study is focused on investigating decision-making processes in work places. The following
type of “business simulation” exercise is typically used in workplaces to assess and develop
managers’ decision-making skills. Your responses to the business simulation will contribute
towards new scientific knowledge by allowing researchers to improve their understanding of
decision-making processes in the workplace. Therefore, it is crucial that you try to complete the
exercise to the best of your abilities.
In this business simulation you will assume the role of a vice president of marketing at Horizon
Solutions, a full service marketing and research firm. The business simulation is composed of
several different sections. Please read the instructions for each section before competing each
section. All of your responses are guaranteed absolute confidentiality so please respond honestly
and to the best of your abilities.
The business simulation has 3 sections. Please read and complete the sections in the order
they are presented to you
1. A Description of Horizon Solutions
2. A Description of the role you will play
3. The Business Simulation, which will require you to make several organizational decisions

Click “Next” To Proceed to Section 1: Horizon Solutions Company Background
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Appendix B, Section 2
Horizon Solutions Background
Horizon Solutions is a U.S. based marketing and research firm that provides comprehensive
marketing services to mid and large sized corporations in Europe, America and Asia. Horizon
Solutions leverages cutting edge technology to provide its diverse client base with customized
and effective solutions to a variety of marketing challenges. Horizon Solutions is seen by many
to be an industry-leading firm and is routinely recognized by trade publications for having a
highly creative and results-oriented work environment.

Click “Next” To Proceed to Section 2: Your Role
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Appendix B, Section 3
Your Role as Taylor Allbright
In this business simulation you will assume the role of Taylor Allbright, Vice President of
Marketing and Research. Your primary responsibilities at Horizon Solutions include supporting
Craig Jennings, Vice President of Marketing Analytics, on marketing projects, collaborating with
other Marketing and Research associates, and occasionally assisting Brian Detler, President of
Marketing and Research, with business development.
Brian Detler, President of Marketing and Research Brian has been in his position for 15 years.
He is a focused and results-oriented leader. He works hard and expects the same kind of effort
from his team.
Mark Ingram, Human Resources Director Mark has supported the public relations and marketing
business units for the past 10 years. He is an efficient and trusted Human Resources Director.
Cherise Taylor, Marketing Associate Cherise has been in her position for the last 5 years. She
takes pride in her work and is very conscientious.
David Lively, Marketing Associate David is a young and motivated new hire who has been
working at Horizon Solutions for the past 10 months. He has lots of enthusiasm for the job but
still has a lot of things to learn.
Sarah Baker, Associate Research Officer Sarah is a competent research officer with 10 years of
experience a variety of research fields.
President of Marketing and
Research
(Brian Detler)

Human Resources
Director
(Mark Ingram)

Marketing
Associate
(Cherise Carter)

Vice President of Marketing
Analytics
(Craig Jennings)

Marketing
Associate
(David Lively)

Marketing
Associate
(Yet to be hired)

Click “Next” To Proceed to Section 3: The Business Simulation

Vice President of
Marketing
Taylor Allbright
(This is YOU)

Associate
Research Officer
(Sarah Baker)
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Appendix B, Section 4
The Business Simulation
It is the start of a hectic workweek at Horizon Solutions. You have just returned to your office
after an early morning meeting. It is now 10:00 a.m. and you will need to look in your inbox and
reply to those messages requiring an immediate reply. Before your early morning meeting you
were able to sort the most urgent messages needing immediate replies into a separate folder. As
usual those items needing attention could range from the unexpected to the very routine. It is
critical that you respond comprehensively and efficiently to your messages, because you will
need to leave with Brian Detler at 10:45 a.m. to attend an offsite meeting with a prospective
client.
General Instructions:


Your task is to complete the business simulation by reading and replying to all the e-mail
communications in your inbox with sound and professional judgment.



You will be prompted to respond to some issues presented in the e-mail communications
by using a written, free response format. Other e-mail communications may require you
to reply by utilizing the standard response options provided.



Make sure to read and answer all e-mail communications in the order they are presented
to you.

Click “Next” to Proceed to the Business Simulation Tasks

Colorism and Ratings

148

Appendix B, Section 5
E-mails messages sent to participants in Main Study
From: Cherise Carter, Marketing Associate
To: Taylor Allbright
Hi Taylor,
I was hoping you could give me some advice on how to manage some of my junior interns. You
may not have met Brian or Duncan as of yet, but I have been working with Brian now very well
for about 4 months or so. Due to an influx of new clients my team also recently hired Duncan,
another junior intern, to work on my research team as well. Brian and Duncan both do very good
work separately, but they have a terrible time collaborating on research projects. At first I
thought nothing of the issue, but I’ve noticed that their relationship has become increasingly
competitive and adversarial. In fact, in our last weekly status meeting when I told Brian to run
some analyses on a client project Duncan muttered, “Just don’t muck it up,” under his breath.
Brian heard him and was of course upset. Brian was so bothered by this comment that afterwards
he left the meeting room in quite a huff and brushed by Duncan with his shoulder in what I
thought was a very aggressive manner. I’m actually scared that they might come to blows right
here in the office! I’ve really never dealt with anything like this and was really hoping you could
give some advice on how to handle the situation. I would be extremely appreciative asap.
--Best Regards,

Cherise Taylor, MS.
Marketing Associate
Marketing Associate Taylor Allbright: Using the area provided below type a written
Response to Cherise’s e-mail. In your response make sure to include a clear statement describing
a) how the situation should be addressed and b) the logic behind your decision.
Click “Next” to Proceed
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From: Brian Detler, President of Marketing and Research
To: Alex Allbright
Alex,
I wanted to get your opinion on the Plug in Car account. As you know we were very excited to
have won this piece of business as Plug in Car looks poised to be the premiere provider of 100%
electric vehicles to North America. Per our agreement we were to provide Plug in Car with a
traditional print media marketing campaign. However, I’ve just met with their senior leadership
team and they have made it very clear that they would now like to pursue a more new age social
media marketing campaign (e.g., twitter, Facebook, Instagram etc.) to market their cars to a
younger generation. While we have the resources to create and run such a social media
marketing campaign, Plug in Car’s senior leadership doesn’t seem to understand that what they
are now requesting is far out of the scope and much more expensive than the marketing plan they
had originally requested. I of course want to keep their business, but not at the expense of
hurting our own profit margin. What do you think we should do in this situation?
VP of Marketing Allbright: Review the following 3 recommendations to provide Brian with.
Choose option a b or c and also provide a strong rationale to support your decision.
a) I think we should provide them with the new social media marketing campaign they are
asking for even if it means losing money meaning at first. I believe this is the right decision
because…
b) I think we should explain to Plug in Car’s senior leadership that the social media campaign
they are now requesting will require a re-negotiated contract that most likely includes higher
fees. I think this the right decision because….
c) I think we should try and persuade Plug in Car’s senior leadership to pursue the original print
media campaign we initially agreed upon before then also pursuing a social media marketing
campaign afterwards. I think this is the right decision because…
Click “Next” to Proceed
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From: Mark Ingram
To: Taylor Allbright
Hi Taylor,
As you know the Human Resources department has been screening candidates for the open Vice
President of Marketing and Research position on your team. In the future you will report to the
new VP and your current manager, Craig Jennings. I know it’s been stressful working without
the direction of another VP of marketing the past year, but we’ve finalized the short list of
candidates so you should have an additional VP of Marketing and Research shortly.
Please carefully review the résumés and role-play performances of the following 2 applicants for
the open Marketing Associate position and rate their qualifications using the rubric provided.
After completing the rubric ratings for each of the applicants indicate which applicant you would
prefer for us to hire for the position. Our department will summarize and provide the appraisal
committee (Cherise, David, Brian, Sara and yourself) with everyone’s respective applicant
ratings and selection preferences in advance of your appraisal committee meeting next week.
--Best Regards
Mark Ingram, MS
Human Resources Director
VP of Marketing Taylor Allbright: Review the following 2 candidate résumés and rate each
one using the provided rubric.
Click “Next” to Proceed
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Appendix B, Section 6
Candidate Résumés Used in the Main Study
Candidate A
Objective
To obtain a senior level position in Account Management focusing on Social Media Marketing
Summary of Qualifications
 A skilled public speaker with an ability to connect to and engage individuals in a variety of
industries.
 An energetic team member, known for determination and meeting quarterly marketing
goals.
 3 years’ experience as a results oriented, client-centric professional with quantitative
analysis skills.
Professional Experience
2010-present, Pinnacle Marketing
New Clientele Manager, New York, NY
 Created protocol checklist and monitoring systems in order to increase clientele retention,
prospective customer response rates and annual revenue.
 Monitored local and offsite marketing branches to ensure compliance with company
policies.
 Organized project management and strategy for marquee national accounts.
 Recommended new research software, which increased research productivity by over 80%
in the first year
2009-2010, ONE MARKETING
Assistant Marketing Specialist, Jersey City, NJ
 Partnered with leads of brand units to brainstorm new Marketing, brand name and revenue
opportunities.
 Organized market area product displays to ensure product exposure and boost sales.
 Reviewed databases and publications in order to contact prospective clients and forward
promising leads to Marketing Manager.
 Booked venue and company accommodations for the 4th Annual Expert Marketing
Managers Conference.
Education
B.B.A., Rutgers University, Newark, NJ, 2009
References
(available upon request)
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Candidate B
Objective
To leverage Social Media Marketing to in order to increase brand recognition for clients
Summary of Qualifications
 An ability to explain complex marketing techniques to groups at any level of the
organization.
 A tireless work ethic and an ability to generate unique solutions to challenging customer
problems
 3 years’ experience leveraging the new age Social Media Marketing techniques to
maximize product exposure
Professional Experience
2009-present, Taylor Marketing Associates
Prospective Business Manager, San Diego, CA
 Visited key client sites in order to deliver quarterly status reports and maintain good
business relationships.
 Monitored marketing department practices in order to promote American Marketing
Associates guidelines.
 Streamlined overall strategy for the technology brand practice, resulting in improved
message coherence.
 Established New Social Media Department, which centralized internet marketing efforts
and increased unique impressions by approximately 85% per client.
2008-2009, The Buford Group
Marketing Specialist, Sacramento, CA
 Worked with social media, branding, research and account executives to form engaging
new marketing campaigns to capture additional exposure for client products.
 Conducted comprehensive audits of northeastern clientele in order to monitor
profitability.
 Negotiated Internet pay per click price ads for northeastern regional accounts.
 Researched possible new business leads and categorized leads in prospective business
catalogue.
Education
B.B.A., University of California, Berkeley, CA, 2008
References
(available upon request)
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Appendix B, Section 7
Résumé Qualifications Rating Measure
1. Judging by candidate A’s Résumé, how would you rate their experience level?
Very
Inexperienced

Inexperienced

Slightly
Inexperienced

Slightly
Experienced

Experienced

Very
Experienced

1

2

3

4

5

6

2. Judging by candidate A’s Résumé, how would you rate their knowledge level?
Very
Un-Knowl
edgeable

UnKnowledgeable

Slightly UnKnowledgeable

Slightly
Knowledgeable

Knowledgeabl
e

Very
Knowledgea
ble

1

2

3

4

5

6

3. Judging by candidate A’s Résumé, how would you rate their competence level?
Very
Competent

Competent

Slightly
Competent

Slightly
Competent

Competent

Very
Competent

1

2

3

4

5

6
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Appendix B, Section 8
Candidate Salary and Bonus Recommendation Measures
If you were to hire Candidate A (or B) what salary would you recommend for Candidate A (or
B)?
(Picture of Candidate A)
A) $ 56,000-57,999 B) $ 58,000-59,999 C) $ 60,000-61,999
D) $ 62,000-63,999 E) $ 64,000-65,999 F) $ 66,000-67,999
G) $ 68,000-69,999
If you were to hire Candidate A (or B), what signing bonus would you award them.
(Picture of Candidate A (or B)
A) $0 B) $2000 C) $4000
D) $6000 E) $8000 F) $10,000
G) $12,000
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Appendix B, Section 9
Candidate Selection Measure
If you had to choose one of these two candidates to fill the opening in the Associate Marketing
position, would you choose Candidate A or Candidate B?
(Picture and name of Candidate A)
(Picture and name of Candidate B)

There are a number of different factors people can consider when choosing to higher one
candidate over another. Please list the 3 different and unique factors that influenced your hiring
decision involving the previous two job candidates for the Associate Marketing Position.
(Factor 1 Blank Space)
(Factor 2 Blank Space)
(Factor 3 Blank Space)
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Appendix B, Section 10
Social Dominance Orientation Scale (Pratto, Sidanius, Stallworth & Malle, 1994)
Below are a series of statements with which you may either agree or disagree. For each statement
please indicate the degree of your agreement/disagreement by selecting the appropriate number
from 1 to 7. Once again, remember that your first responses are usually most accurate.
Strongly
Disagree
1

2

3

Neutral
4

5

6

Strongly
Agree
7

1. Some people are just more worthy than others
2. Group equality should be our ideal. (R)
3. Sometimes other groups must be kept in their place
4. If certain groups stayed in their place, we would have fewer problems.
5. We should do what we can to equalize conditions for different groups. (R)
6. It’s probably a good thing that some groups are at the top and others are at the bottom.
7. Inferior groups should stay in their place.
8. We would have fewer problems if groups were treated more equally. (R)
9. To get ahead in life it is sometimes necessary to step on other groups.
10. Endorse the Strongly Agree option if you are reading this statement (Attention Check)
11. In getting what you want it is sometimes necessary to use force against other groups.
12. Increased social equality would be a good thing. (R)
13. It would be good if all groups could be equal. (R)
14. All groups should be given an equal chance in life. (R)
15. No one group should dominate in society. (R)
16. We should strive to make incomes more equal. (R)
(R) = Reverse coded
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Appendix B, Section 11
Black Metaphorical Association Scale (Marira, 2017)
We are interested in better understanding the meanings that people attribute to different colors.
For each statement below please indicate the degree of your agreement/disagreement with the
various statement about color associations by selecting the appropriate number from 1 to 7.
Strongly
Disagree
1

2

3

Neutral
4

1. Black is the color of evil
2. The color black represents impurity
3. The color black represents sin
4. The color black commonly represents ignorance
5. The color black stands for death
6. Black is the color of fear
Note: Italicized items were removed from the final scale.

5

6

Strongly
Agree
7

Colorism and Ratings

158

Appendix B, Section 12
White Metaphorical Association Scale (Marira, 2017)
We are interested in better understanding the meanings that people attribute to different colors.
For each statement below please indicate the degree of your agreement/disagreement with the
various statement about color associations by selecting the appropriate number from 1 to 7.
Strongly
Disagree
1

2

3

Neutral
4

5

1. The color white represents innocence.
2. The color white conveys intellectual clarity
3. White is the color of salvation
4. The color white typically represents beauty
5. The color white often represents peace
6. The color white represents cleanliness
Note: Italicized items were removed from the final scale.

6

Strongly
Agree
7
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Appendix B, Section 13
Black Centrality Scale (Sellers, Rowley, Chavous, Shelton & Smith’s, 1997)
Below are a series of statements with which you may either agree or disagree. For each statement
please indicate the degree of your agreement/disagreement by selecting the appropriate number
from 1 to 7.
Strongly
Disagree
1

2

3

Neutral
4

5

6

1. Overall, being Black has very little to do with how I feel about myself (R)
2. In general, being Black is an important part of my self-image
3. My destiny is tied to the destiny of other Black people
4. Being Black is unimportant to my sense of what kind of person I am (R)
5. Please respond Neutral to this question (Attention Check)
6. I have a strong sense of belonging to Black people
7. I have a strong attachment to other Black people
8. Being Black is an important reflection of who I am
9. Being Black is not a major factor in my social relationships (R)
(R) = Reverse coded

Strongly
Agree
7
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Appendix B, Section 14
Skin Tone Stereotypes Measure (Marira, 2016)
Below are a series of beliefs that are associated with different shades of skin tone possessed by
Black people. Read each statement below and then slide the dial (left or right) to the shade of
skin tone you believe is most accurately fits the statement.

Attractiveness Scale
1. Blacks possessing this skin tone are typically perceived to be the most beautiful.
2. Black women possessing this skin tone typically receive the most positive attention from
men.
5. Blacks possessing this skin tone are able to choose the most attractive partners.
Amiability Scale
1.
3.
4.
5.

Blacks possessing this skin tone are thought of as warm and friendly
Blacks possessing this skin tone are very polite and courteous.
Blacks possessing this skin tone are particularly kind and compassionate.
Blacks possessing this skin tone are usually very tender and affectionate.

Professional Competence Scale
1. Blacks possessing this skin tone are typically associated with having more professionally
successful careers.
3. Blacks possessing this skin tone are considered more likely to be on time for work.
7. Blacks possessing this skin tones are usually thought of as having as having greater
financial skill.
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Appendix B, Section 15
Demographics Measure
What is your Race/Ethnicity (please select one)?:
□ White, not Hispanic
□ Black or African American
□ American Indian/Alaskan Native
□ Asian, Native Hawaiian or other Pacific Islander
□ Multi-racial (list races: ___________________ )
□ Hispanic/Latino
□ Other ____________________
What is your age (in Years)?
Range: 18 -90 years or older.
What is your sex (please select one)?:
□ Male
□ Female
Have you earned an Undergraduate Degree?
□ Yes
□ No
□ Currently pursuing an Undergraduate degree
If applicable, what Undergraduate Degree did you or will you earn?
□ BA
□ BS
□ BFA
□ BBA
□ Other
If you selected "Other", please indicate the Undergraduate Degree you earned or will earn:
If applicable, please indicate your Undergraduate major:
Have you earned a Graduate Degree?
□ Yes
□ No
□ Currently pursuing a Graduate degree
If applicable, what Graduate Degree did you or will you earn?
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Appendix B, Section 15 (Continued)
□ Masters Level Degree
□ Doctoral Level Degree
□ JD
□ MD
□ Other
If you selected "Other", please indicate the Graduate Degree you earned or will you earn?
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